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ABSTRACT 
Currently, Latinas are the fastest growing population in the United States and 
comprise one-fifth of the female population (Colby and Ortman, 2015). It is estimated 
that by the year 2060 Latinas will make up one-third of the females in the US (Colby and 
Ortman, 2015). Gaps exist in the literature on how Latino/a culture influences leadership, 
while there are several factors that indicate that Latina leaders bring their cultural scrips 
to their leadership practices (Espinoza, 2015; Gándara, 2015; González, 2007; Holvino, 
2008).  
This narrative inquiry examines the personal and professional lived experiences of 
Latina leaders to gain a deeper understanding of how their lived experiences as leaders 
were informed by their culture. Specifically, this study used Critical Race Theory (CRT) 
and Latino Critical Race Theory (LatCrit) as theoretical foundations to examine both data 
collection and data analysis. The research design primarily used elicitation of narratives 
through interviews and pláticas (simple conversation used as a way to educate and 
advocate through the use of storytelling) to examine the lived experiences of Latina 
leaders. The primary goal of this study is the need to understand Latino cultural scripts 
and the implications they have for leadership practices. The participants in this study 
support previous findings that suggest that their firsthand experience and their cultural 
identity serves as catalysts along their leadership trajectories and practices (Espinoza, 
2015; Gándara, 2015; González, 2007). In addition, the participant’s stories can provide 
critical information to not only serve Latina leaders, but can also help drive and influence 
Latino women in non-leadership roles. 
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To conclude, this research study contributes to the literature and to the field by 
offering information that can eventually promote a better understanding of Latina leaders, 
providing organizations with information which will help them become more inclusive 
environment that encourage belongingness and a constructive work experience for Latina 
leaders.        
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
vii 
 
 
TABLE OF CONTENT 
CHAPTER I ...................................................................................................................... 1 
Introduction ..................................................................................................................... 1 
Background ..................................................................................................................... 3 
Problem ........................................................................................................................... 4 
Purpose Statement and Research Questions ................................................................... 5 
Definition of Terms......................................................................................................... 6 
Significance..................................................................................................................... 8 
Summary ......................................................................................................................... 9 
CHAPTER II ............................................................................................................... 10 
Review of the Literature ............................................................................................... 10 
Culture and Leadership ............................................................................................. 10 
Women of Color Leaders .......................................................................................... 14 
Defining the Latino People ....................................................................................... 19 
Latina Leadership...................................................................................................... 23 
Cultural Scripts ......................................................................................................... 28 
Critical Race Theory ................................................................................................. 33 
Latino Critical Race Theory (LatCrit) ...................................................................... 36 
Plática ........................................................................................................................ 39 
Summary ....................................................................................................................... 39 
CHAPTER III ................................................................................................................. 41 
Methodology ................................................................................................................. 41 
viii 
 
 
Qualitative Research ................................................................................................. 42 
Methodology and Theoretical Framework ................................................................ 44 
Research Design-Narrative Inquiry using Plática ..................................................... 45 
Participants ................................................................................................................ 47 
Data Collection ......................................................................................................... 47 
Data Analysis ............................................................................................................ 48 
Confidentiality .......................................................................................................... 49 
Considerations for Credibility................................................................................... 50 
Role of the Researcher - Positionality ...................................................................... 50 
Limitations ................................................................................................................ 51 
Delimitations ............................................................................................................. 51 
Summary ................................................................................................................... 52 
Chapter IV ....................................................................................................................... 53 
Data Findings ................................................................................................................ 53 
Demographic Characteristics of Participants ............................................................ 54 
Individual Portraits.................................................................................................... 54 
Priscila....................................................................................................................... 55 
Daisi .......................................................................................................................... 64 
Raquel ....................................................................................................................... 75 
Clara .......................................................................................................................... 83 
Marcela ..................................................................................................................... 92 
Summary ................................................................................................................. 101 
Chapter V ...................................................................................................................... 103 
Discussion, Implications, and Conclusions ................................................................ 103 
ix 
 
 
Findings and Themes .............................................................................................. 103 
Familismo ............................................................................................................... 106 
Marianismo ............................................................................................................. 109 
Personalismo ........................................................................................................... 114 
Colectivismo ........................................................................................................... 117 
Respeto and Simpatía .............................................................................................. 120 
Latinidad: Barriers and Advantages........................................................................ 122 
Contribution of the Narratives ................................................................................ 125 
Implications for Practice ......................................................................................... 128 
Implications for Future Research ............................................................................ 131 
Final Thoughts ........................................................................................................ 132 
REFERENCES .............................................................................................................. 134 
APPENDIX I ................................................................................................................. 159 
Participants Interview Questions ................................................................................ 159 
APPENDIX II ................................................................................................................ 160 
Research Participation Email Request ........................................................................ 160 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
1 
 
 
If culture is what sets one country apart from another, then educate women and you shall 
have a school in every home, for it is she who shapes the family and stamps upon society 
the seal of her culture. ~Ana Roque de Duprey, Puerto Rico, 1899  
 
CHAPTER I 
Introduction 
Strong Latinas have had a presence throughout my family life. Yet when I reflect 
on my world, outside of family, work, and school, I see few Latinas represented in 
positions of leadership. In my professional career, which includes over 20 years in higher 
education, I have never had a supervisor or mentor who shared my Latina identity. 
During college and my professional career, the mentoring I received was from people 
with whom I could not identify, either culturally or as a woman of Hispanic descent. I 
often wondered: where are Latinas in higher education, at executive leadership positions, 
on boards of directors, and in positions of power? The driving force for this study is a 
sense of responsibility to advocate for others, together with an awareness that Latinas are 
often not represented at the table and their voices are not heard.  
My objective is to share my conocimientos, or my ways of knowing, and to bring 
about change by focusing on aspects that have contributed to or inhibited the 
advancement of Latina leaders. Specifically, I want to highlight Latina cultural practices 
in the context of how Latinas use cultural scripts, or the pattern of interactions shared by 
members of a particular cultural group to achieve professional success. I believe that by 
identifying these patterns, Latinas can create a map for their own success and that of 
others.  
Throughout my years in higher education, I have not had the opportunity to hear 
stories about the achievements and challenges encountered by Latina leaders. Four years 
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ago, I attended the National Conference on Race and Ethnicity (NCORE) Latino Institute. 
For the first time in my professional career, I found myself in a room full of educated, 
professional Latinas. The day- long institute focused on career and leadership 
development for Latina leaders. I learned that the challenges Latina leaders experienced 
were not isolated cases; these obstacles were widespread. When I brought information 
from the conference back to my campus to continue the conversation, I heard my fellow 
Latina educators and comadres eagerly sharing their personal leadership experiences. 
The pláticas, (conversations) included rich exchanges about similar struggles and 
challenges. These conversations provided much needed opportunities for Latina leaders 
to reflect on their leadership and, for a moment, to escape from the loneliness they had 
experienced as Latina leaders. This unique setting provided powerful context and 
necessary opportunities for Latina leaders to create a new meaning for their leadership. 
Having fellow leaders validate one’s journey provided support to everyone involved. The 
isolation I have felt as a leader and the strength I gained from hearing the stories of other 
Latinas, allowed me to distinguish reality from perception and to feel a greater sense of 
solidarity. These experiences provided motivation and inspiration for this study.  
This research aims to offer a sense of community to Latinas who strive for 
neplanta. In Luz en Lo Oscuro, writer Gloria Anzaldúa defines neplanta as the state of in-
between-ness and a space of resistance. Anzaldúa defines neplanta as not only a space of 
resistance but as a bridge that can connect struggle to strength. “Las neplantas walk 
through fire on many bridges by turning the flames into a radiance of awareness that 
orients, guides, and supports those who cannot cross over on their own,” she writes (p. 
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28). My goal is to empower Latinas. Bordas’ (2007) notion of the responsibility of 
multicultural leaders to advocate for others resonates with my own personal philosophy.   
Background  
As the world becomes smaller, elements of various cultures are exchanged. 
Studying cultural processes becomes even more important and relevant as the size of 
minority populations in the U.S. increase. Latinos are one of the country’s largest and 
fastest growing minority populations. According to the U.S. Census Bureau (2016), about 
55 million Latinos who live in the United States constitute the largest minority ethnic 
group in the country. By the year 2060, projections are that Latinos will comprise 28.6% 
of the total U.S. population (Colby & Ortman, 2015). Thus, it is crucial that scholarly 
research keeps pace with these demographic changes and examines Latino culture and 
leadership.  
Leadership in America is viewed from a White, hetero-patriarchal dominant 
perspective with limited regard to leaders who live beyond those margins (Chin, 2013; 
Montoya, Matias, Nishi, & Sarcedo, 2015). Organizations must learn to embrace diverse 
leadership or face being at a competitive disadvantage vis-a-vis companies that embrace 
globalization and diversity.   
McKinsey research (2015) proves the business case for diversity: companies in 
the top quartile for racial and ethnic diversity are 35 percent more likely to have financial 
returns above their respective national industry medians. Diverse teams lead to better 
outputs. Scott Page, author of The Difference: How the Power of Diversity Creates Better 
Groups, Firms, Schools and Societies, uses mathematical modeling and case studies to 
show how diversity leads to increased productivity. He found that when it comes to 
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solving problems, diverse groups of problem solvers outperform the best individuals. 
Bordas (2007) suggests that since culture informs leadership style, marginalized groups 
may offer different approaches to leadership that expand the repertoire of the leadership 
team, increasing their ability to adapt to complexity and diversity.  
Problem  
Only recently has culture and diversity emerged as a topic of research in the 
leadership literature (Chin & Tremble, 2015). Yet one in five women in the United States 
is a Latina, and one in four female students in public schools is a Latina (Gándara, 2015). 
Projections are that by 2060, Latinas will constitute nearly one-third of the nation’s 
female population (Colby & Ortman, 2015). Still, according to a Catalyst 2017 report, 
Latinas make up only 1% senior leadership roles in Fortune 500 companies. The numbers 
suggest a need to investigate ways in which race and gender enhance leadership practice 
to encourage White males and other mainstream leaders to realize the inherent value and 
resourcefulness of Latino/a leadership in professional settings.  
Furthermore, the discrepancy between the country’s growing Latina population 
and the lack of Latina leaders is problematic since the future is closely tied to the future 
of Latinas. Culture, upbringing, education, relationships, and personalities shape the 
trajectories of successful and effective leaders and the types of leaders they become 
(Cassiday, 2005; House et al., 1997; House et al., 2004; Smith, 1999). Chin (2013) argues 
that the social identities and values of diverse leaders are central to their professional 
lives. Diverse leaders use their personal and lived experiences with oppression and 
marginalization as a guide to changing their professional contexts to decrease this 
oppression for others through their leadership. Holvino (2008) noted that cultural scripts 
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set Latinos apart from the non-Latino population. The scripts Latinos have shared have 
impacted the manner in which they experience their professional and personal lives. As 
more Latinas become leaders, it is essential that we understand the effect that cultural 
scripts have in shaping their leadership.  
Purpose Statement and Research Questions  
This narrative inquiry study aims to find common themes among Latina leaders. It 
analyzes the stories and lived experiences of Latina females to identify leadership 
qualities unique to Latina leaders. There is a need to provide a venue for Latinas to 
broadcast the stories of their leadership journeys in their own words, and to represent 
experiences that show how their cultural scripts and resilience contribute to their 
leadership practices. Latinas would like to see a counter-narrative that departs from 
consistent scholarship on cultural deficits (Soloranzano & Yosso, 2002). Making gender 
and race-ethnicity the focus in examining leadership experiences can help Latinas draw 
on their race-ethnicity and culture as they create their own leadership practices.  
There has been significant research focused on women in leadership roles, but 
minimal research has focused on the stories and lived experiences of Latina leaders 
(Guramatunhu-Mudiwa, 2008; Murakami-Ramalho, Nunez, & Cuero, 2010; Ponjuan, 
2011). To understand what impediments, exist for Latina leaders, it is important to 
explore both the barriers and the positive influences in which cultural scripts impacts 
their leadership. Examining cultural scripts and the role they play for Latina leaders will 
illumine their particular experiences and leadership style.        
The driving questions in this study are the following:  
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What are the experiences of Latina leaders and the role of cultural scripts in their 
leadership?  
What are some commonalities and differences among Latina leaders when they 
apply their cultural scripts?  
How have cultural scripts promoted or hindered Latina leaders?  
Definition of Terms  
The following are the operational and technical terms used in this study: 
Culture: Hofstede (1991) defines culture as “the collective programming of the mind 
which distinguishes the members of one group or category of people from another."  
Cultural scripts: Pattern of interactions, shared by members of a cultural group and 
shaped from common experiences, by which objects and events can be identified and 
understood. They create a meaning system for a particular cultural group.  
Ethnicity: “Ethnicity is defined as membership in a group with shared socially defined 
cultural characteristics such as a common language, genealogy, ancestry, heritage, and 
religious practices and beliefs” (Lendof, 2013). For this study, the word ethnicity refers 
specifically to Latina because it is identified as a selection criterion for all study 
participants.   
Familismo: Hernandez and Lopez (2004) define familismo as “the behavioral 
manifestations of Latinos/as that reflect a strong emotional and value commitment to 
family life” (p. 41).  
Hispanic: Individuals who classify themselves as Mexican, Puerto Rican, Cuban, South 
American, Central American, or from any other Spanish origin (U.S. Census Bureau, 
2011).  
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Latina/o or Hispanic. The terms Latina/o (in this format to be inclusive of gender) and 
Hispanic are used interchangeably to represent all individuals in this identity category. 
The terms Hispanic and Latina/o refer “to a person of Cuban, Mexican, Puerto Rican, 
South or Central American, or other Spanish culture or origin regardless of race” (Ennis, 
Rios-Vargas & Albert, 2011). Individuals who identify themselves based on this 
definition will be referred to as Latino or Latina in this study, although the term Hispanic 
or Chicana/o will be utilized when appropriate or if quoted directly from the literature.  
Latina: Generic term used to refer to women from Latin America and South and Central 
America. It includes subpopulations such as Mexicans, Salvadorans, and Chicanos 
(Hayes-Bautista, 2004).  
Latino: Generic term used to refer to men from Latin America and South and Central 
America. It includes subpopulations such as Mexicans, Salvadorans, and Chicanos 
(Hayes-Bautista, 2004).   
Latino Culture: This term illustrates how individuals accept this designation for their 
ethnic cultural identity (Corlett, 2003). 
Latinidad: An identity term used by Latinas that includes gender and ethnicity, 
simultaneously or in tandem (Mendez-Morse, Murakami, Byrne-Jimenez, & Hernandez, 
2015).   
Machismo: “Connotation of the assumption of superiority and domination of women by 
men… Machismo is a central ingredient in the identity formulation of men, and it serves 
to guide men in their orientation to relationships, work, motivation, sexuality, and 
commitment” (Frevert & Miranda, 1998, p. 298).  
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Marianismo: The traditional gender role for Latina women, which asserts that women 
should emulate the Virgin Mary in purity, obedience to men, and suffering (Gloria, Ruiz, 
& Castillo, 2004). 
Microaggressions: “Racial microaggressions are brief and commonplace daily verbal, 
behavioral, or environmental indignities, whether intentional or unintentional, that 
communicate hostile, derogatory, or negative racial slights and insults toward people of 
color” (Sue, Capodilupo, Torino, Bucceri, Holder, Nadal, & Esquilin, 2007). This term is 
used in this study to refer to negative experiences that Latina leaders described that 
pertain to their gender, racial, and/or ethnic identity.  
Pláticas:  Simple conversation used as a way to educate and advocate through the use of 
storytelling. It is how younger generations learn from their elders (Guajardo & Guajardo, 
2013). 
Women of Color: “The term ‘women of color’ literally refers to all groups of women 
who share the attribute of being nonwhite” (Lien, Hardy-Fanta, Pinderhughes, Sierra, 
2008, p. 2). For the purpose of this study, the term will represent females from the 
following ethnic groups: African American, Alaska Native, American Indian, Asian, 
Hispanic/Latina, and Pacific Island heritage.  
Significance  
Understanding the experiences of Latina leaders may assist other Latinas in 
navigating leadership trials and opportunities. Through understanding participants’ 
experiences, other Latinas may be better informed about how to successfully identify and 
use Latinos’ cultural scripts to meet challenges they may face. Master narratives offer a 
limited account and a narrow depiction of what it means to be a Latina. “A master 
9 
 
 
narrative essentializes and wipes out the complexities and richness of a group’s cultural 
life,” even to the point where members of the group cannot recognize themselves 
(Soloranzano & Yosso, 2002, p. 27). This ideology of racism in master narratives is the 
“monovocal” account that engenders stereotyping and misrepresentation of Latinas 
(p.27). 
Additionally, Latinas who aspire to reach leadership positions may be encouraged 
and empowered knowing that success is attainable, having now heard from Latinas who 
have used their cultural background as a leadership strength. Furthermore, conducting 
this study contributes to research that is lacking when it comes to leadership experiences 
of Latinas. Without research on Latinas, the literature excludes a different voice from the 
margins.  
Summary  
The chapter summarizes the need for expanding research on Latinas leaders and 
points to the importance of understanding the role of cultural scripts when it comes to 
leadership. This study is used as a framework to gain insight into the experiences of 
participants, giving voice to their stories and showing how their Latino culture has 
impacted their leadership success. In the next chapter, I provide a literature review of 
Women of Color and leadership, culture and leadership, defining Latinos, Latina 
leadership, cultural scripts, and Critical Race Theory with an emphasis on Latino Critical 
Race Theory (LatCrit), and plática.    
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CHAPTER II 
Review of the Literature 
The literature specific to Latinas’ lived experiences is limited. Research that 
appears in the following section offers an understanding of the foundational experiences 
of Hispanic women on their path to leadership. Attention to diversity should not simply 
be about underrepresentation; it should not be limited to cataloging the presence or 
absence of leaders from diverse groups (Chin & Trimble, 2015). Attention to diversity 
and leadership means expanding the traditional leadership paradigms of traits, situations, 
and systems to include the voices and lived experiences of individuals from diverse 
identity groups (Chin, 2010).  
Findings from books, studies, and journals on factors relating to Latina leadership 
are highlighted in this literature review. The chapter is organized around several 
subtopics, including culture and leadership, Women of Color leaders, defining the Latino 
people, Latina leadership, cultural scripts, and Critical Race Theory with an emphasis on 
Latino Critical Race Theory (LatCrit), and the use of plática as the lens through which 
Latina leaders are viewed by the researcher, as well as how these women self-identified. 
Culture and Leadership  
There is general agreement among scholars that culture powerfully influences 
ways of thinking, behaving, and communicating (Adler & Graham, 1989; Bhagat et al., 
2002; House et al., 2004; Leung et al., 2005) and is, therefore, a significant source of 
diversity. A sociological definition of culture (Eshleman, Cashion, & Basirico, 1993) is 
“the system of ideas, values, beliefs, knowledge, norms, customs, and technology shared 
by almost everyone in a particular society” (p. 681).  Kim and Matthews (2015) allege 
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that “culture refers to patterns of thoughts, beliefs, and values that distinguish members 
of a particular social group and that are acquired through social interaction rather than 
being based on biology” (p. 172). Lived experiences associated with acculturation, 
discrimination, racism, and biculturalism may well shape the values leaders bring and the 
goals they pursue (Chin, 2013). Kagawa-Singer et al. (2014) suggest that culture offers 
patterns that enable individuals to function in society in an organic manner, interacting 
with other members of their group with comfort and ease.  
Schein (1996) states that organizational studies must include culture-shared 
norms, values, and assumptions in order to advance. Schein (1996) warns that culture has 
not been taken seriously enough and suggests that this oversight stems from methods of 
inquiry that emphasize abstraction (quantitative analysis) instead of careful observation 
(ethnographic methods). In the 5th addition of Schein’s “Organizational Culture and 
Leadership” (2017), he endorses cultural humility as a way to facilitate communication 
across subcultural boundaries, perceive subcultural differences, and generate respect. 
This requires conversations in a dialogic format. The most essential characteristics of 
these conversational methods are that they take the form of personal stories, because only 
through such stories can people from different cultures identify with one another (Schein 
& Schein, 2017).  
The conceptual work of Hambrick and Brandon (1988) and Schneider (1989) 
suggests that variation in executives' strategic orientation may be attributable to different 
values embedded within national cultures. Culture reflects a given society's 
understanding of organizations, environments, and their interrelationships. Cultural 
values capture the salient dimensions of this approach, together with broad societal 
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preferences surrounding issues of organization and adaptation (Hofstede, 1991). 
Executives who are socialized from an early age to the value orientations of their cultural 
heritage bring these to their senior management roles and responsibilities, including 
strategic decision making (e.g., Hambrick & Mason, 1984). Thus, Hambrick and 
Brandon, as well as Schneider, theorize that cultural values will be reflected in 
executives' strategic choices. In particular, they suggest that cultural values will not only 
help shape executives' view of organizations and the external contingencies they face, but 
also executives' preferences for different courses of strategy.  
Northouse (2010) defines culture as “the learned beliefs, values, norms, symbols, 
and traditions that are common to a group of people” (p. 336). Bordas (2001) writes, 
“Latinos are bound together by the Spanish language, colonization, the Catholic Church, 
and common values that stem from both Spanish and indigenous roots” (p. 114). 
According to the GLOBE study researchers (cited in Northouse, 2013), determining 
the extents of culture, or the basic characteristics of different cultures, helps others 
understand cross-cultural relations and the impact of culture on leadership. Nine major 
cultural dimensions were identified in the GLOBE study, including power distance, 
uncertainty avoidance, institutional collectivism, in-group collectivism, gender 
egalitarianism, assertiveness, future orientation, performance orientation, and human 
orientation (Northouse, 2013).   
GLOBE researchers found that Latin Americans, or people from Ecuador, El 
Salvador, Colombia, Bolivia, Brazil, Guatemala, Argentina, Costa Rica, Venezuela, and 
Mexico, scored high on in-group collectivism and low on performance orientation, future 
orientation, institutional collectivism, and uncertainty avoidance (Northouse, 2013). This 
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means that Latin Americans are highly devoted to their organizations or families but are 
less concerned with identifying with broader societal or institutional interests (Northouse, 
2013). GLOBE researchers (as cited in Northouse, 2013) also identified six global 
leadership behaviors that vary across cultures and help explain how different cultures 
view leadership: charismatic/value-based leadership; team-oriented leadership; 
participative leadership; humane-oriented leadership; autonomous leadership; and self-
protective leadership. They found that Latin American countries valued 
charismatic/value-based, team-oriented, and self-protective leadership the most, and 
autonomous leadership the least (Northouse, 2013). In other words, Latin American 
leaders are highly concerned with being able to inspire and motivate others, while 
emphasizing teambuilding and a common purpose among team members and ensuring 
that the entire group is safe and secure (Northouse, 2013.) However, the GLOBE study 
did not examine subgroup profiles within countries. In fact, the methodology minimized 
diversity and variability within each country by excluding multinational organizations 
and sampling only leaders from the dominant subculture "in order to predict national 
level behaviors." The GLOBE study is silent on demographics of race, ethnicity, age and 
educational levels of the leaders; racial/ethnic composition of the organizations that they 
lead (Chin, 2013). 
Culture refers to the set of symbols, practices, and values that shape behavioral 
and attitudinal standards that are shared among members of a community (Berry & 
Sabatier, 2011). Culture informs leadership style; some argue that minority leadership 
surfaces new approaches to leadership that offer additional tools for the leader's toolkit in 
the new contexts of increased complexity and diversity (Bordas, 2007).  
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According to Campos et al. (2008), cultural values are beliefs about the social 
world shared by a coherent group of people. Cultural values about the self, others, and 
relationships provide individuals with a contextual framework for processing relevant 
social information and are frequently internalized as personal values (p. 155). Campos et 
al., (2008) maintain that cultural values have provided individuals with a script for what 
behaviors are acceptable. Campos’s view of culture provides a useful framework for 
understanding the Latina leader’s behaviors, which are grounded in centuries-old 
traditions, serving as guidelines for desirable behavior and anchoring them in times of 
change (Arredondo, Gallardo‐Cooper, Delgado‐Romero, Edward, & Zapata, 2015).  
Women of Color Leaders  
Research on leadership and women often overlooks the experiences of minority 
groups, focusing instead on the experiences of White women and thus missing the 
opportunity to expand the conversation and become more inclusive (Chin & Trimble, 
2015). Ospina and Foldy (2009) argue that prominent leadership scholars must raise 
awareness about the social construct of race or risk perpetuating stereotypes that ignore 
the impact of race on the experiences of leadership.  
Early leadership theories have presumed gender and racial equality to be present 
in leadership (Sanchez-Hucles & Davis, 2010). Likewise, current leadership theories are 
biased in that they reflect the structures and cultures of North American organizations run 
by White, Anglo, heterosexual men (Den Hartog & Dickson, 2004). As more women and 
racial/ethnic minorities join the ranks of leadership, leadership studies need to become 
more heterogeneous by studying variations across race, ethnicity, gender, or other 
dimensions of diversity to understand the complex behaviors associated with effective 
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leadership (Chin & Sanchez-Hucles, 2007). A review of the literature shows that until 
recently, scholars were mostly silent about how race and ethnicity influence leadership 
practices. Literature accumulated from past three decades illustrates that traditional 
leadership models simply do not reflect the many ways in which diverse groups 
understand and learn leadership (Ayman & Korabik, 2010; Klenke, 2011). 
Chin (2011) argues that much of the literature omits the experiences of 
racial/ethnic minority leaders; and theories of leadership are characteristically gender 
neutral and often disregard gender differences. On the other hand, other studies contend 
that gender and culture provide additional contexts to analyze women’s leadership (Chin, 
2011; Klenke, 2011; Perez-Litwin, 2012). For example, research conducted by Eagly and 
Carli (2007) affirms that women leaders’ experiences in the workplace are affected by the 
gender roles attributed to them. Chin, Desormeaux, and Sawyer (2016) show that the 
lived experiences and influence of cultural background and history on leaders of color 
impact their leadership practice. Leaders of Color who are the subject of their study felt 
that their collective experience of coming from less-privileged, oppressed, marginalized, 
or nondominant social groups shaped a new and different context for how leadership was 
exercised, and that this entailed both benefits and challenges to their leadership (Chin, 
Desormeaux, & Sawyer, 2016). 
It is important to look at culture and ethnicity while studying leadership because 
ethnic identity and gender identity are major components of how people define 
themselves and others, and identity, in general, influences people’s sense of self in terms 
of capabilities, motivations, and goals (Vasquez & Comas-Diaz, 2007). A direct parallel 
exists between dynamics that derive from culture and those that derive from gender. Both 
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culture and gender have physical (visible) and value (invisible) components (Ayman & 
Korabik, 2010). Both affect identity and group cohesion, interpersonal interactions, and 
access to power and resources. The cultural and ethnic values that people hold are learned 
intrapsychic beliefs in the same way that gender-role beliefs and attitudes are (Chin & 
Trimble, 2015). Physical characteristics that differentiate people as belonging to different 
cultural and ethnic groups act as markers of status that prime stereotypes and endow 
privilege in the same manner as gender (Ayman & Korabik, 2010). 
Leaders who are women of color experience additional constraints since they not 
only have to deal with gender but also race and ethnicity (Amey & Eddy, 2002; Chin, 
2013; Ponjuan, 2011). Challenges that gender stereotypes produce for women leaders are 
often compounded by cultural stereotypes about race and ethnicity (Day & Antonakis, 
2012). Pegues and Cunningham (2010) add that ethnic minorities are often expected to 
conform to the leadership style of the dominant group, while simultaneously remaining 
true to their ethnic and cultural identities and values. The literature shows that women of 
color leaders turn mechanisms of oppression into “effective vehicles for constructive 
change” (Alston, 2005, p. 677). In fact, while these leaders are finely aware of the 
importance of perceptions in a system where race matters, they turn this awareness into 
an asset, attuned to how they are viewed by others (Case, 1997; Dillard, 1995). 
According to Klenke (2011), "Gender and culture provide additional contextual 
prisms through which to analyze women’s leadership. The literature illustrates an 
expectation that non-white women managers and leaders must be bi-culturally fluent 
(Bell, 1990), able to lead in ways that resonate with members of their own racial-ethnic 
group but also connect with the dominant ways of working in their white-majority 
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contexts." (p. 462). Musteen, Barker, and Baeten (2006), describe how this multicultural 
competence can foster flexibility and openness to change in addition to shifting one’s 
thinking between contexts (Molinsky, 2007) and promoting creative cognitive processes 
and problem-solving (Leung, Maddux, Galinsky, & Chiu, 2008). 
There is limited research on the leadership of women of color, including African-
American women, from their own perspectives (Hill-Collins, 2000; Waring, 2003). 
Waring and Hill-Collins argue that obtaining a full understanding of African American 
women’s experiences requires understanding the multiple forms of oppression they 
encounter. As a group, African Americans have been subjected to racism that has been an 
integral part of the American experience. However, African American women encounter 
racism coupled with sexism that all women face. 
To better understand the role of African American women as leaders, it is 
important to look at their role in history, in particular, a long, difficult experience 
working outside the home. Describing this history, Stone and McKee (2002) begin with 
the emergence of slavery, when Black women often worked alongside men, performing 
heavy physical labor on plantations. From 1900 to 1930, a larger proportion of African 
American women worked for pay than women of any other ethnic group.  
African American women have, more than any other group of women besides 
Native American women, typically combined mothering and work (Cheung & Halpern, 
2010). These historical experiences sent the message to future generations that raising 
children was not necessarily in conflict with a woman’s other roles. Muller (1998) 
describes “living in two worlds” in her study of Native American women managers. 
Focusing on the Navajo, she describes the culture as consensus-oriented, present- (rather 
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than future-) oriented, environmentally aware, and deeply committed to spirituality, 
contrasting these qualities with typical Anglo culture. As a result, these women managers 
“are not brought up to be assertive and competitive,” which can put them at a 
disadvantage, professionally (p. 12). However, Muller finds that these women also adopt 
behaviors that are more in sync with their Anglo-dominated work environments and 
therefore use “switching techniques” to “transition and balance between different worlds” 
(p. 22) to negotiate their lives (Ospina & Foldy, 2009). 
In the Critical Review of Leadership Literature, Ospina and Foldy (2009) write 
that Latino and black women labor leaders report overcoming structural hurdles and an 
unwelcoming environment characterized by a lack of political will to push for social 
change. They reported self-reliance, diligence, resourcefulness, and gamesmanship to 
navigate the system. They also used forms of collective leadership and shared 
responsibilities that were more consistent with their cultures. They tapped and developed 
new social networks to find the support needed to navigate an institution that tended to 
replicate the larger racial-ethnic and gender hierarchies in society (Dickerson, 2006). 
Women of color in leadership roles may experience triple jeopardy given the 
many overlapping stereotypes associated with gender, race, and ethnicity (Sanchez-
Hucles & Sanchez, 2007). These women are required to display leadership competence 
while simultaneously conforming to European American ideas about traditional ethnic, 
racial, and gender behavior (Sanchez-Hucles & Davis, 2010).   
Leaders who share diverse cultural backgrounds must also contend with negative 
stereotyping (Chin, 2013; Ferdman & Cortes, 1992). In a study of academic leaders, 
Turner (2002) emphasizes the challenges faced by women of color. As leaders, these 
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women report being more visible, yet they feel “socially invisible” and greater pressure to 
conform and make fewer mistakes. These women report greater isolation and effort to be 
perceived as credible, explain that they have limited power, and have fewer opportunities 
for sponsorship by senior managers in their organizations. They face misperceptions of 
their identities and roles, are subject to more stereotyping, and endure more stress 
(Rosette & Livingston, 2016).  
The picture is quite different for White women, who are more likely to be seen as 
members of the dominant group, to be selected for sponsorship, and to be supported for 
higher level positions (Rosette & Livingston, 2016). The gains achieved by White women 
have resulted in similar gains for Women of Color (Chin, 2013). 
There are now increasing calls to understand the experiences of women of color 
from their own perspectives (Hill-Collins 2000; Waring, 2003). Researchers maintain that 
arriving at a full understanding of the experiences of women of color requires fully 
grasping the multiple forms of oppression they face.  
While women of color share leadership struggles and encounter similar barriers, 
Bordas (2007) and Bonilla-Santiago (1992) explain that Hispanic women, as a group, 
have unique characteristics and life experiences that cannot be understood as part of the 
life experiences of women who belong to other ethnic or racial groups.  
Defining the Latino People  
The meanings of Latino” and “Hispanic” are as multifaceted as the people behind 
them. Both terms are catchall labels an extremely heterogeneous group of people. 
Typically, ethnic data provided in government reports and other publications use the 
following racial distinctions: Black, White, and Hispanic or Latino. It is important to note 
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that “Hispanic” does not refer to race, since Hispanics can belong to any racial group and 
nearly half of all Hispanics are White. Therefore, comparing Hispanics to other racial 
groups is inaccurate. Hispanic or Latino origin is independent of race and is called 
"ethnicity" by the United States Census Bureau (2016). For purposes of this study, the 
terms Hispanic/Latino are used interchangeably. 
Hispanics in the U.S. face challenges such as discrimination, poverty, lack of 
English-language skills, and more. Feagin (2000) and Waters (1999) state that in the 
U.S., an individual’s perceived race often outweighs his or her class, gender, or even 
birth-origin status when it comes to everyday experiences. Golash-Boza (2006) clarifies 
that discrimination mostly affects Latinos who can be racially or ethnically identified or 
perceived as Latinos, regardless of their level of assimilation. 
As stated previously, Hispanic women or Latinas can be of any race and origin. 
Women from socialist Cuba share a background that is worlds apart from that of women 
born in Mexico, Colombia, or another Latin American country. Bonilla-Santiago (1992) 
and Garcia (2000) explain that even though Hispanic women share a common language 
and some characteristics of Hispanic culture, they are a heterogeneous group. 
According to the U.S. Census Bureau (2016), about 55 million Latinos live in the 
United States and constitute the country’s largest minority ethnic group. Projections are 
that the Latino population will grow to 60% of the total population by the year 2050. In 
2015, Latinas accounted for one in five women in the U.S., and estimates are that by 
2060, Latinas will constitute one-third of females (Gándara, 2015).  
As the Latina/o population continues to grow, businesses are realizing the 
importance of identifying strategies to recruit, retain, and develop Latina professionals 
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(Davila, 2012; Rodriguez, 2008; Sullivan, 2007). The Hispanic workforce has more than 
doubled from 1990 to 2014 from 10.7 million to 25.4 million workers (Bureau of Labor 
Statistics, 2015). During the same period, the number of Latinas in the workforce has also 
more than doubled from 7.3 percent to 14.7 percent (Bureau of Labor Statistics, 2015). 
Latina representation has increased up to 40 percent in law, medicine, and management 
(Gándara, 2015).   
Educated U.S. born Latinas achieve 21 percent more professional and managerial 
positions than Latino men (Gándara, 2015), yet despite the strides made by Hispanic 
females over their Hispanic male counterparts, they still earn less in the labor market.  In 
2015, the Obama Administration reported that the greatest pay gap was Latina women, 
who are estimated to earn 56 cents for every dollar earned by a white non-Hispanic man 
(Your Right to Equal Pay, 2015). When Latinas enter the workforce, they also typically 
earn less than women in other ethnic groups (Gonzalez-Figueroa & Young, 2005). As the 
Latina population continues to grow, their contributions to the workforce should be 
viewed as a competitive advantage in the business sector (Rodriguez, 2008). In the field 
of higher education, Latinas can become administrative leaders as many bypass the 
traditional faculty ranks (Blanco & de la Rosa, 2008; King & Gomez, 2008). 
From 2003 to 2013, Latinas saw an increase of more than 14 percent in high 
school graduation rates. At the same time, Latinas have improved their college degree 
attainment by roughly .5 percentage points each year (Gándara, 2015). The educational 
outcomes of Latina/o students are vital to the direction of the American workforce, the 
business sector, society, and state economies (Bureau of Labor Statistics, 2015).  
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The Pew Research Center (2016) reported that Latinas/os represent the second 
highest number of college-age students (18-24) enrolled in postsecondary education after 
White students. Yet, enrollment patterns vary as Latino students tend to work part-time 
jobs and are enrolled mostly in community colleges, which have likely led to higher 
drop-out rates (Fry & Lopez, 2012). 
Despite the progress of the last decade, Latinas face numerous obstacles.  In the 
United States, one in four Latinas lives below the poverty line, while more than 50 
percent live near it (Gándara, 2015). According to the 2012 U.S. Census, Latinas 
encounter more disadvantages in educational opportunities, income compensation, and 
leadership opportunities than any other ethnic group (Werschkul, Williams, Caiazza, & 
Shaw, 2004).  
  These statistics reflect barriers and lack of opportunities faced by Latinas in the 
U.S. Access to quality education is paramount to the future success of Latinas. Rodriguez 
et al. (2000) identified two types of interrelated barriers faced by Latinas in higher 
education.  First are barriers prior to entering college, such as low socioeconomic status, 
cultural stereotyping, and gender bias. Second, are college experiences, including lack of 
knowledge about college, lack of educational preparation, lack of financial resources, 
family obligations, and a sense of alienation (Rodriguez, Guido-DiBrito, Torres, & 
Talbot, 2000). The educational and professional outcomes of Latinas will not only have a 
lasting impact on Latino communities but can also affect the American workforce, 
business sector, social programs, and the U.S. economy (Mora, 2015). 
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Latina Leadership  
Latinas live in a state of translation, existing at the interstices of language, gender, 
race, culture, and ethnicity. These factors all play important roles when looking at 
Latina/os leadership. While there is a theoretical literature on gender and leadership (e.g., 
Ayman & Korabik, 2010; Eagly & Johannesen-Schmidt, 2001; Eagly, Johannesen-
Schmidt, & Van Engen, 2003; Eagly & Johnson, 1990; Manning, 2002; Sanchez-Hucles 
& Davis, 2010; Stelter, 2002), few researchers have focused on the internal factors that 
shape women’s interests as they develop as leaders and affect the social environment 
around them (Boatwright & Egidio, 2003). Despite the dearth of research on Latinas in 
leadership (Mendez-Morse, 2004,) several scholars have aimed to identify the driving 
forces behind successful Latina leaders, and the challenges they have overcome (Bonilla-
Rodriguez, 2011; Campell, 2013; Crespo, 2013; Peery, 1998; Vasquez & Comas-Diaz, 
2007). 
Bonilla-Santiago (1992), Gallegos (2006), and Salas (2005) have studied 
successful Latina leaders in various settings. Montoya, Hardy-Fanta, and Garcia (2000) 
argue that mainstream politics and leadership literature excludes Latinas. While the bulk 
of the literature on Latinas centers on social and educational roles, political analyses, 
gendered leadership research, and Hispanic leadership studies often exclude Latinas 
(Montoya et al., 2000). Theoretical and scholarly literature focused on Latina business 
leaders and their leadership development is scarce. Many accounts of Latino leadership 
take the shape of historical narrative. In the 1960s, Latino leadership became more visible 
during the Civil Rights movement. Cesar Chavez became the face of the Latino civil 
rights movement. Together with Dolores Huerta, Chavez founded the United Farm 
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Workers of America (UFW) in 1962 to combat low wages and unjust conditions 
perpetuated by agribusiness. During this time, Latino leadership championed social 
justice by focusing on working conditions and immigration. Latinos organized protests, 
marches, boycotts, walkouts, and fasts (Teaching Tolerance, n.d.). 
Although some Latinas have been successful, Hispanic women continue to 
occupy a small percentage of leadership roles in the U.S. (Catalyst, 2003). In 2012, about 
73 percent of Fortune 500 companies had a least one women executive officer, yet not 
one was a Latina (Rosario, 2012). In 2015, Latinas represented 26.6% of management, 
professional, and related occupations and comprised 55.7% of the total labor force (U.S. 
Bureau of Labor Statistics, 2017). Yet even with increases in educated and professional 
Latinas, men continue to hold most managerial positions (McClellan, 2013). According 
to American Express (2016), there are fewer than 1.9 million Latina-owned businesses in 
the U.S. The Latina presence is also minor in the realm of politics. Today, among 435 
seats in the House of Representatives, only 10 are held by Latinas, and only one of 100 in 
the Senate is held by a Latina, Senator Catherine Cortez-Masto (D-NV). Moreover, no 
Latina currently serves as governor of a state.  
Gendered expectations are part of many cultures represented in American society 
(Gil & Vasquez, 1996). Societal and cultural expectations can be particularly challenging 
for Latinas who seek leadership positions. Latina leaders may feel pressure to confirm to 
different values and expectations in order to please others. Yet, Vasquez and Comas-Díaz 
(2007) believe that Latinas have finally begun to have an impact as leaders: “Latinas are 
leaving their leadership mark” (p. 265). The authors offer suggestions to help Latinas 
desiring leadership roles.  
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For many Latinas, identity is not restricted to gender, but also includes race and/or 
ethnicity (Holvino, 2008). In their identity constructs, Latinas are unlike White female 
leaders in that they are highly likely to describe themselves using ethnicity and gender 
(Méndez-Morse, Murakami, Byrne-Jiménez, & Hernandez, 2015). 
Researchers have suggested an intersection between gender and ethnicity that 
differentiates how Latinas lead. Lopez (2013) asserts: “These women’s Latinidad shaped 
their leadership styles, operating from a collectivist orientation expressed in the typical 
Chicana/o family versus an individualistic orientation typically espoused in an Anglo 
family” (Lopez, 2013, p. iv). “Latinidad” defines an identity that includes gender and 
ethnicity simultaneously, or in tandem. Lopez notes that their Latinidad “is intertwined in 
who they are, providing them some latitude that may not exist for their male colleagues, 
and ultimately affects their leadership” (Lopez, 2013, p. 85). 
Latinas often face the challenges of processing their self-perceptions and evolving 
identity. Ferdman and Gallegos (2001) explain that for Latinas, gender, ethnicity, and 
racial identity are complex. Latinas who find themselves in a negative experience have 
difficulty discerning which of these parts of their identity are being targeted. Ferdman 
and Gallegos also find that “within the family structure and in society at large, Latinas are 
seen as representing both women and Latinos rather than one or the other” (Ferdman & 
Gallegos, 2001, p. 36). This confusion produces uncertainty in Latinas in a variety of 
situations and can make them sensitive to the perceptions and expectations of others 
(Ferdman & Gallegos, 2001). 
A few studies have examined the leadership styles of Latinas. Some 
characteristics of Latina leaders include integrity, a committed work ethic, and service 
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(Aguirre, 2000; Catalyst, 2003; Johnson, 2016). Greenleaf’s servant leadership style 
includes the leader putting their followers first by empowering them to develop to their 
full capacities, strong ethical standards, and being sensitive to the personal concerns of 
others (Northouse, 2013). These qualities have connected Latinas to servant leadership 
(Bonilla-Rodriguez, 2011).  When it comes to leadership styles, most Latinas self-
identify as transformational or participative leaders (Bonilla-Rodriguez, 2011). 
F7 et al. (2001) used the “emergent model” to explain Latina career development, 
whereby a non-linear career life plan emerges from the interaction of (a) the self; (b) 
culture, family, and personal background; (c) immediate context; and (d) and 
sociopolitical conditions (p. 289). Overall, Latinas’ career paths result from a 
combination of opportunities, social support, and challenges, yet are primarily shaped by 
the Latina’s sense of self. Bonilla-Rodriguez (2011) found that Latina leaders identify 
themselves as being creative, good listeners, optimistic, and passionate.  
Bonilla-Rodriguez (2011) identified family and religious influences, role models, 
leadership training, and self-confidence as positive influences that help Latina leaders 
stay motivated along their leadership journeys. Peery (1998) and Gomez et al. (2001) 
found that Latina leaders receive support and encouragement from family, husbands, 
mentors, and professional peers. Many Latinas consider their childhood families 
important influences for instilling values and establishing high expectations (Campell, 
2013; Catalyst, 2003; Gomez et al., 2001; Peery, 1998).   
Campell’s (2013) qualitative study of Hispanic women leaders found that family, 
especially the protective and nurturing environment provided by parents, was influential 
in determining professional success. Along with support and help, families set high 
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expectations for Latina leaders to obtain an education and pursue a career (Campell, 
2013; Crespo, 2013.) In addition, Latinas who felt supported by a spouse expressed that 
they were more focused on their career goals (Crespo, 2013). 
Latina leaders’ value belonging to a collaborative and supportive group, which 
explains why giving back to the community is one example of Latinas’ leadership style 
(Campell, 2013; Gomez et al., 2001; Vasquez & Comas-Diaz, 2007). Many Latina 
leaders are attracted to leadership positions because they can create change and fulfill 
their strong sense of responsibility toward others (Gomez et al., 2001). Because of this 
commitment to family and to community, Latinas often play multiple roles at work, in 
their communities, and within their families. Additionally, Latinas’ ability to speak 
Spanish has helped many create opportunities (Peery, 1998). Bilingualism and 
biculturalism are two very important business skills, especially for global companies 
(Catalyst, 2003) and prove to be an asset for Spanish-speaking Latinas. For other Latinas, 
however, especially those born outside the U.S. or those raised in non-English-speaking 
households, language proficiency can be a significant barrier (Campell, 2013). 
 It is also important to note that Latinas’ Hispanic roots play a key role in 
developing their interpersonal skills (Campell, 2013). Bi-cultural Latinas are aware of 
their Hispanic and American traditions and cultures and appreciate those differences. 
This means that maintaining their own Hispanic culture and language for themselves and 
future generations, while knowing and understanding American traditions and cultures, 
allows them to take advantage of what both cultures have to offer (Campell, 2013). 
Latinas who view themselves as bicultural or multicultural can successfully “code-
switch” and maneuver both Anglo and Hispanic cultures (Gomez et al., 2001). Latinas 
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leaders manage several roles and are often met with both social and cultural demands. As 
leaders, the gender and cultural expectations they encounter often impact their work. 
Chin (2011) writes: “Authenticity as a leader is more challenging when needing to 
negotiate multiple and intersecting identities. Women from diverse racial and ethnic 
groups might lead in different ways more aligned with their different world views and 
cultural perspectives.”  
López-Mulnix, Wolverton and Zaki (2011) describe how Latinas can become “an 
emerging leadership force” (p. xi). The authors maintain that Latinas should possess the 
“nine tenets of effective leadership: 1) passionate about their organizations, 2) reflective, 
3) competent, 4) great communicators, 5) understand the role that culture plays in 
shaping the way they lead, 6) possess the physical and emotional stamina, energy, and 
resilience needed to persevere in the long run, 7) are focused yet forward thinking, 8) 
respect and value individuality, and 9) possess credibility” (López-Mulnix et al., 2011, p. 
130). 
A review of the literature on women leadership and Latino women has revealed 
the need for further study to understand the personal and professional journeys taken by 
Latina leaders. Scholars have provided descriptive information about Latina leaders 
(López-Mulnix, Wolverton, & Zaki 201; Nogales, 2003) but in-depth stories about how 
Latinas carry out their roles as leaders is lacking.  
Cultural Scripts  
Cultural scripts, according to Triandis, Marin, Lisansky, and Betancourt (1984), 
are “a pattern of social interactions that are characteristic of a particular group” (p.1363). 
Cultural scripts provide a description of commonly held assumptions or beliefs and are a 
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manner for articulating cultural norms and values (Holvino, 2008). “Cultural scripts” 
refers to a way of articulating cultural norms, values, and practices in terms that are clear, 
precise, and equally accessible to cultural insiders and cultural outsiders (Holvino, 2008). 
Most cultural studies are concerned with the norms and practices of social interaction. 
Yet Hofstede’s (1980) research supports the notion of a common Hispanic culture and 
differences between Hispanics and non-Hispanics. Hofstede (1980) found significant 
commonalities among Hispanic cultures, particularly that Hispanics are generally high in 
power distance, collectivism, masculinity, and uncertainty avoidance when compared to 
U.S. culture. These factors help shape Latino cultural scripts. 
One problem that Latinos and others from different ethnic groups face is deciding 
to what extent they should assimilate to the dominant culture, and to what extent they are 
capable of sacrificing their cultural values and styles to advance in their careers (Holvino, 
2008). Latinas in the U.S. struggle to navigate their dual cultural identity of being Latina 
and American. Yet according to Bordas (2007), for a Latino, it is extremely important to 
stay connected to their ancestry, to know family history and traditions, and to always 
remember their origins. Much of the research on Latino cultural scripts contains some 
discussion of the role and influence of family. According to Sy and Romero (2008), 
“familismo requires an individual family member to put the needs of the family first, 
even if it means making personal sacrifices” (p. 214). Ovink (2013) describes familism 
“as a social pattern that privileges family interests above those of the individual” (p. 267). 
Loyalty, reciprocity, and solidarity sum up the familial relationship for Latinos (Marin & 
Marin, 1991). The leadership development process is also affected by influence and 
support from loved ones, such as parents, children, and siblings (Sanchez de Valencia, 
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2008). Supportive family members can bolster the self-confidence a Latina needs to 
continue to grow as a leader. While that should not imply that a lack of support will lead 
to a lack of leadership, support is beneficial for Latinas to grow into leadership roles 
(Sanchez de Valencia, 2008). Latino values align with cultures that emphasize 
collectivism, generosity, mutual help, extended family, and the common good (Bordas, 
2007). 
Chin (2013) describes Latino culture as prioritizing relationships and collectivism. 
It is important for Latinos to build and maintain trust; individuals prefer close physical 
space and contact, the use of the Spanish language, and the concepts of “simpatía” or 
being nice, “respeto” or respect, and familism. Latina/o culture emphasizes collectivism 
(Canul, 2003), and community is important. Depending on someone and being someone 
to depend on are crucial components of creating community. According to Canul (2003), 
a primary goal is creating a team to bring honor and recognition to the team and not each 
individual.  
Simpatía is a defined social script that emphasizes harmony in interpersonal 
relationships by promoting agreement, cooperation, conformity, and avoidance of conflict 
in a variety of social settings (Griffith, Joe, Chatham, & Simpson, 1998). Gomez and 
Fassinger (1995) explain that social relationships are highly important in Latino culture, 
which explains why many Latinos put maintaining relationships above personal goals. 
The social code “simpatía,” which the authors translate as “friendliness,” implies that 
people treat others in an amicable, interested, and caring way. Simpatía is an important 
allocentric or collectivistic value orientation for Latina/os. Marin and Marin (1991) 
explain that Latinos demonstrate and engage in cordial trust and pleasant social 
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relationships that involve respect, affection, and deep empathy for the feelings of others, 
while avoiding interpersonal conflict. Latinos prefer close physical contact and their 
sense of personal space is smaller than that of Anglo-Americans. Family and family 
values are prioritized in Latino culture. Bordas (2007) notes that Latinos live America’s 
core values of faith, family, hard work, honesty, sharing, inclusion, and cooperation.  
For Latinos in the U.S., including immigrants and U.S. citizens with Latin 
American heritage, the cultural factor is an innate part of their character. Holvino (2008) 
identifies seven cultural scripts that impact cultural understanding for Latinos and Latinas 
in organizations. The cultural scripts Holvino (2008) describes consist of (a) “familismo,” 
the importance of close, protective, and extended family relationships; (b) “machismo y 
marianismo,” gender relations where males are responsible for protecting and providing 
for their families while the females nurture and serve their families; (c) “personalismo,” 
creating personal and meaningful relationships; (d) “simpatía,” encouraging pleasant 
relations and positive situations to avoid conflict and disharmony; (e) “collectivism,” the 
importance of belonging to a group and recognizing the needs of that group; (f) “present 
time orientation,” focusing on the present because of the uncertainty of and inability to 
control the future; (g) “respect and high power distance,” high regard and respect towards 
people based on their formal authority, age, or social power (p. 13-14).  
La cultura Latina rigorously defines and enforces gender identities. The scholarly 
literature indicates that members of a culture are socialized into the gender normative 
roles given to their particular sex in order to emphasize cultural values (Castillo, Perez, 
Castillo, & Ghosheh, 2010; Guzmán, 2011; West & Zimmerman, 1987). For Latinas, 
certain cultural gender role expectations are expected, ranging from family care to 
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working to provide financial support for the family, all of which are tied to marianismo. 
Gill and Inoa-Vasquez (1996) write that marianismo is about self-sacrifice and chastity; 
dispensing care and pleasure not receiving them; and living in the shadows of men, be it a 
father, boyfriend, husband, son, or extended family member. The authors explain that 
marianismo is a difficult situation that requires Latinas to live in a world of self-denial 
and submission that no longer exists and is often not only the norm but also the 
expectation in many Latino families.  
Gill and Iona-Vasquez (1996) explain that many Hispanic women adhere to this 
belief because machismo says that men have options and women have duties. This view 
contends that the man’s place is in the world, or outside the home, while women belong 
in the home. Additionally, it means that when a sister is discouraged for being 
determined, a brother is praised for portraying the same quality. Marianismo guides 
Latino women to a life where they are to follow orders, first from the father, then from 
brothers, and then from the husband.  
Bonilla-Santiago (1992) explains that many Hispanic women are taught to be 
submissive and subservient towards men. Romero (1986) explains that many Hispanic 
women still see power as negative and unfeminine. In his book El Laberinto de la 
Soledad, Octavio Paz captures the Latinos' image of woman:  
An instrument, sometimes of masculine desires, sometimes of the ends assigned 
to her by morality, society and the law... In a world made in man's image, woman 
is only a reflection of masculine will and desire. When passive, she becomes 
goddess, a beloved one, a being who embodies the ancient, stable elements of the 
universe: the earth, motherhood, virginity. When active, she is always function 
and means, a receptacle/a vessel, a channel. Womanhood, unlike manhood, is 
never an end in itself (p. 37-38).  
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 The Latina is distinguished from the Latino by his dominant place in the family, 
church, and state. The glorified image of a Latina is the strong, longsuffering female who 
keeps Latino culture and family intact. Hispanic culture typically produces families that 
are patriarchal, with an authoritarian father and a submissive mother. Bonilla-Santiago 
writes that throughout history, Latinas “have been expected to be sentimental, gentle, 
impulsive, docile, submissive, dependent, and timid; while men are expected to be cold, 
intellectual, rational, profound, strong, authoritarian, independent, and brave” (p.11). 
The literature that addresses cultural scripts as they relate to leadership principles 
is varied. Although the identified scripts differ, studies confirm that cultural scripts 
influence Latinas, and thus affect their leadership approach and styles. It is important to 
understand which cultural scripts, presented in previous research, apply to current Latina 
leaders.  
Critical Race Theory  
Critical Race Theory (CRT) is a theoretical framework designed for the purpose 
of interrogating issues involving race and racism (Yosso, 2005). As a theoretical tool, 
CRT is used to understand the role of race in the broader context of society. In this 
research, CRT offers an opportunity for counter-storytelling, or a method of telling the 
stories of people whose experiences are not often told (Solórzano & Yosso 2000). 
Counter-storytelling also enables the researcher to account for the intersection of cultural 
and racial frames of reference to guide research questions, influence methods of 
collecting data, means of analysis, and to inform how findings can be interpreted 
(Howard, 2008).  
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Critical Race Theory (CRT) originated with legal scholars who introduced the 
idea that the legal system contained inherent biases with respect to its nonwhite 
participants (Solórzano, Villalpando & Oseguera, 2005). Bell (1995) called for racial 
inequities, based on White dominance, to be openly discussed in academic discourse. 
CRT helps explain how people of color navigate “White spaces,” where race is not 
always overtly discussed, yet the impact is clearly felt (Hiraldo, 2010; Ladson-Billings, 
2009).   
Ladson-Billings explains how CRT lets analysts creates a counter-narrative that 
captures the experiences of non-White individuals: “It is because of the meaning and 
value imputed to whiteness that CRT becomes an important intellectual and social tool 
for deconstruction, reconstruction, and construction: deconstruction of oppressive 
structures and discourses, reconstruction of human agency, and construction of equitable 
and socially just relations of power” (p. 9).  
Parker and Lynn (2002) outline the three main goals of CRT: 1) the utilization of 
storytelling and narratives to examine race and racism in society, 2) to advocate for the 
eradication of racial subjugation while pointing out that race is a social construct, and 3) 
to draw a clear delineation between races and other axes of domination. Critical Race 
theorists primarily use counter stories to shed light on social inequities (Delgado-Bernal, 
2002; Fernandez, 2002). These counter stories are used to combat “master narratives,” or 
stories from the perspective of White privilege that are used to perpetuate racism. As 
Solórzano and Yosso (2002) point out, it is within these “monovocal” master narratives 
that stereotypes are reinforced. It is through the use of counter stories that an alternative 
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voice is heard that challenges our preconceived notions of racism and other forms of 
“isms.”  
CRT challenges the dominant ideology and exposes the deficit-informed research 
used to silence, ignore, and distort epistemologies of people of color (Yosso, 2005). CRT 
expresses skepticism toward dominant legal claims of neutrality, objectivity, meritocracy, 
and especially the claim of colorblindness (Ladson-Billings & Tate, 1995) Critical Race 
Theory “posits that these claims are camouflages for the self-interests of the powerful 
entities of society” (Singer, 2005, p. 370). 
According to Ladson-Billings and Tate, the dominant group justifies its power by 
using stories that construct reality in ways to maintain its privilege. Through CRT, 
counter-storytelling challenges the narratives of the dominant group. Counter-storytelling 
offers a way of exposing and critiquing normalized dialogue that perpetuates racial 
stereotypes. Using counter-stories challenges the discourse of the privileged and the 
majority (DeCuir & Dixson, 2004). CRT, unlike any other theory, goes beyond margins 
of several disciplines to analyze race and racism from both a historical and contemporary 
perspective. It draws on scholarship from ethnic studies, women’s studies, psychology, 
history, and law (Dixson & Rosseau, 2005). CRT exposes social oppression and 
marginalization while maintaining the potential to emancipate and empower marginalized 
communities. Since Latina leaders are a microcosm of society, their experiences are no 
exception, which makes this theory an ideal fit for examining cultural influences on 
Latina leaders.  
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Latino Critical Race Theory (LatCrit) 
One of the goals of CRT and LatCrit has been to challenge and add context to 
racialized histories (Delgado-Bernal, 2002). LatCrit tools include testimonio, cultural 
intuition, autoethnography, and counter-story. CRT and LatCrit recognize Latina/os 
individuals as holders and creators of knowledge, especially for those documenting their 
experiences (Bernal, 2002). In this study, I examine stories shared by Latina leaders with 
these priorities in mind to determine how individuals are complicit with oppressive 
ideologies and practices documented in CRT/LatCrit. I also look for ways that Latina 
leaders resist these ideologies and practices, by elevating their cultural values and 
perspectives. LatCrit storytelling methods promote particular understandings of subject 
experiences and reality while pushing back against master narratives by rendering 
experiences told in narratives as data, and as valid (Davila & De Bradley, 2010). This 
CRT/LatCrit intervention is achieved through narrative methodology, which will be used 
in this study. Counter-storytelling, like the narratives that will be shared by participants, 
means shining a spotlight on often untold experiences.  It also offers a tool for analyzing 
and challenging the stories of the powerful, which are often viewed as a natural part of 
the dominant discourse (Bernal, 2002).  
LatCrit has been used to distinguish the experiences of Latinas/os, adding to the 
foundation built by Critical Race Theory (CRT) (Davila & De Bradley, 2010; Delgado-
Bernal, 2002; Hernandez-Truyol, 2002; Hiraldo, 2010). Although CRT began with 
women, people of color, and women of color in mind, some Latina/os in the field 
analyzed the limitations of the black/white paradigm and agreed that issues of 
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immigration, language, varied cultures, ethnicity, and gender warrant inclusion 
(Hernández-Truyol, 1997; Valdes, 1996).  
LatCrit has allowed Latina/o scholars to explore identity at various intersections 
in addition to examining variables such as migration, human rights, and class (Delgado- 
Bernal, 2002; Villalpando, 2003). Latina/os struggle to identify themselves racially, since 
they do not fit into the Black/White dichotomy, and mostly identify ethnically and 
nationally based on their country of origin (Huber, 2010). LatCrit brings additional 
considerations of how language and culture shape experiences and environments. 
Appearance and other Latina/o traits, such as language and culture, are also reasons 
why LatCrit espouses an explicit focus on the intersections of oppression that come from 
multiple parts of identity, including ethnicity, culture, nationality, and language issues 
experienced by people of color (Anguiano, Milstein, De Larkin, Chen & Sandoval, 
2012). The nuances of Latino identity call for including Latino Critical Race Theory 
(LatCrit) in this study’s analytical framework.  
 The five themes form the primary perspectives, research methods, and pedagogy 
of LatCrit educational framework (Solórzano & Yosso, 2001) are:   
a) The centrality of race and racism and their intersectionality with other forms of 
subordination (Solórzano & Yosso, 2001, p. 472). Race and racism permanently 
permeate U.S. society. Furthermore, they intersect with sexism, classism, and 
other forms of subordination (Delgado-Bernal, 2002).   
b) The challenge to dominant ideology (Solórzano & Yosso, 2001, p. 
472). LatCrit theorists argue that these traditional paradigms camouflage the self-
interest, power, and privilege of dominant groups in U.S. society.   
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c) The commitment to social justice (Solórzano & Yosso, 2001, p. 473). This 
theme looks to eliminate racism and other forms of oppression while at the same 
time providing empowerment to marginalized groups.   
d) The centrality of experiential knowledge (Solórzano & Yosso, 2001, p. 473). 
This epistemological framework legitimizes their experiences as valid and 
critical. The emphasis on life experiences allows researchers to utilize methods 
such as “storytelling family history” (Villalpando, 2003), biographies (Solórzano, 
1998), scenarios, parables, testimonios (Flores & Garcia, 2009; Huber, 
2009), cuentos, consejos, chronicles, and narratives (Aguirre, 2005; Delgado- 
Bernal & Villalpando, 2002).   
e) The transdisciplinary perspective (Solórzano & Yosso, 2001, p. 473). This 
defertheme provides context for the experiences of marginalized people 
and acknowledges the strengths and research methods of various disciplines to 
help guide research that deals with racism, sexism, and classism, and women’s 
studies. It informs other topics of research in the field of educational research.  
  Delgado-Bernal (2002) states: “LatCrit is a theory that elucidates Latinas/Latinos’ 
multidimensional identities and can address the intersectionality of racism, sexism, 
classism, and other forms of 10 oppression” (p. 108). This critical lens emphasizes the 
relevance of power when studying the relationship between race-ethnicity and 
leadership. The literature review, combined with the researcher’s own life experiences 
and insights, contributed to the selection of LatCrit as the theoretical framework for this 
study.  
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Plática   
The means by which LatCrit ensures that the "voices of all 'out' groups are heard 
and interconnected" (Revilla, 2001 p. 2) are key to this study. One way is to use 
storytelling, counter-storytelling, and naming one's own reality (Delgado & Stefancic, 
1997). Latino culture incorporates a long rich tradition of storytelling by using plática 
(Guajardo & Guajardo, 2013). In plática stories are not told for their own sake. Instead, 
they allow for counter-stories and testimonios, providing safe spaces for people of color 
to feel comfortable to share their experiences regarding culturally relevant issues and to 
offer support, advocacy, and empowerment to other Latina leaders (Murakami, 2015). 
According to Guajardo and Guajardo (2013), the "power of plática," is a way to learn 
from the experiences of others. Plática, for some, might mean simple conversation. But 
within Hispanic culture, plática is often used as way to educate and advocate using 
storytelling. It is through these stories, or personal testimonies, that knowledge is passed 
from one generation to another; how younger generations learn from their elders 
(Guajardo & Guajardo, 2013). Plática may also serve as a motivation for action, leading 
others to create change in their environments. The amistad, friendship, support, and 
sharing of experiences through plática forms a special Latina coalition and combats any 
sense of isolation. Through pláticas, this study will capture each participant’s story and 
explore the meanings their stories hold for the work they do, individually and collectively 
(Guajardo & Guajardo, 2013). 
Summary  
This chapter provided a review of the literature regarding culture and leadership, 
Women of Color leaders, defining of Latinos, Latina leadership, cultural scrips and 
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Critical Race Theory with an emphasis on Latino Critical Race Theory (LatCrit) and the 
use of plática. Few researchers have examined Latina leadership and cultural influences. 
In this chapter, literature about various areas of culture, cultural scripts, demographic 
significance, and leadership related to Women of Color and Latinas provided necessary 
background information for identifying significant research questions and selecting 
research methods. Examining how cultural scripts found in Latino culture inform the 
leadership style of Latina leaders provides a lens for examining Latina leaders. While 
Latina participants share stories from their individual lives and upbringings, the study 
narrates how these experiences guide their leadership.      
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CHAPTER III 
Methodology 
The epistemology framing this qualitative dissertation research is constructivism, 
an approach that states that different people construct meaning in different ways, even 
when experiencing the same event (Crotty, 1998). Crotty identified several assumptions 
of constructivism, three of which are central to this study: (a) Because meaning is 
constructed by human beings as they engage with the world they are interpreting, 
qualitative researchers tend to use open-ended questions, so that the participants can 
share their views; (b) humans engage with their world and make sense of it based on their 
historical and social perspectives; (c) the basic generation of meaning is always social, 
arising in and out of interaction with a human community. The research interpretations 
and findings in qualitative research, therefore, are context-specific.  
I take a qualitative, narrative approach, placing the lived experiences of Latinas at 
the center of this project. It is social constructivist in orientation and engages open-ended 
questions and semi-structured interviews to encourage participants to share their 
perceptions of empowerment, knowledge, and leadership in their own words. This 
chapter presents an explanation of qualitative research, specifically narrative inquiry, 
followed by a description of plática, as the primary data collection method for this study. 
In addition, participants, data collection, data analysis process, confidentiality, the role of 
the researcher, limitations and delimitations will also be discussed.  
In a qualitative inquiry, research questions are formulated to investigate complex 
topics, in context. Data that provide rich descriptions of people, places, and conversations 
(Bogdan & Biklen, 2007) are collected. This study describes and identifies how cultural 
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scripts have informed the leadership qualities unique to Latina leaders. A narrative 
inquiry approach is used, since it allows room for individuals to tell their stories and to 
address how society, culture, and institutions have shaped those experiences. The 
following research questions guide this study: 
1. What are the experiences of Latina leaders and the role of cultural scripts in their 
leadership? 
2. What are some commonalities and differences experienced by Latina leaders 
when they apply their cultural scripts? 
3. How have cultural scripts promoted or hindered Latina leaders? 
Qualitative Research 
Since this topic focuses on exploring the lived experiences of several Latina 
leaders, a narrative research approach offers the best approach, since it captures the lived 
experiences of participants in their natural setting (Creswell, 2013). According to Glesne 
(2006): “Qualitative research methods are used to understand some social phenomena 
from the perspective of those involved, to contextualize issues in their socio-cultural 
milieu, and sometimes to transform or change social conditions” (p. 4). A qualitative 
design is the best approach for examining the lived experience of Latinas because it helps 
give voice to a historically overlooked and understudied group.  
Centering Latina voices as counter-stories fills a research gap, by focusing 
previously silenced voices (Creswell, 2013). By participating in this study, Latina leaders 
were encouraged to rise up and free themselves through self-reflection and action (Friere, 
1996). In Pedagogy of the Oppressed, Freire argues that self-narrative is liberating and 
offers a contrast to the current educational system, which suffers from “narration 
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sickness,” in which the powerful dictate facts through the repetition of information. 
Additionally, though this study I resituate Latina narratives as counter-stories, thus 
adding a dimension to how cultural scripts influence leadership. Valverde (2004) denoted 
Hispanics as marginalized voices in the academy; Aguirre (2000) agreed that the voices 
of Hispanics remained “silenced” (p. 154). Qualitative methodology includes the voices 
of the participants, reflexivity of the researcher, description, and interpretation of the 
problem and how it can contribute to the overall literature (Creswell, 2013). This 
approach acknowledges that critical information lies within the data collected; and 
through interactions, discussion, and interpretation with participants, the researcher can 
identify themes and patterns to better understand human behavior (Creswell, 2013). 
Qualitative research is useful when scholars investigate internal phenomena and 
experiences. In a qualitative study a researcher can analyze and create a fuller 
understanding of a person’s experiences. The goal of qualitative research is to look at the 
individual holistically, in an attempt to understand rather than judge or simplify their 
lived experience (Creswell, 2010). Past research has focused on understanding 
stereotypical Latina narratives––submissive to men and submissive and dependent on 
their families–– but differences and complexity are lost (Tienda & Mitchell, 2006). A 
qualitative perspective is perfect for this study because it allows for individuals to keep 
their voice and tell their stories, focusing on what they believe is important, rather than 
what the researcher believes is important.  
Connelly and Clandinin (1990) believe that qualitative narrative inquiry is useful 
for empowering participants to share their stories and to provide a platform for their 
voices to be heard. The inclusion of narratives is compelling, provides validation, and 
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offers points of resonance for other Latina/os (Reyes & Rios, 2005). In qualitative 
studies, the researcher is the primary tool from which data is collected, analyzed, 
interpreted, and presented (Creswell, 2013). As the researcher, I use my race, ethnicity, 
and professional experience to build rapport with participants and gain their trust, which I 
know afford me solidarity, comadrazgo and confianza. 
Methodology and Theoretical Framework 
Narrative inquiry is a way of forming meaningful connections to life stories. 
Delgado-Romero et al. (2003) identified the narrative approach as best suited to 
identifying barriers and enablers in an academic setting. It is a way to gain access to an 
individual’s personal experiences through a narrative structure (Kramp, 2004). Creswell 
(2013) defined narrative research as a collection of stories, sharing the lived experiences 
of individuals, and providing meaning for those experiences in a chronological manner. 
Chase (2003) adds that narratives are structured in such a way to have a beginning, 
middle, and end with the purpose of answering a question. Connelly and Clandinin 
(1990) describe narratives as a way of revealing the participant’s background and re-
storying their experiences so that readers can gain an understanding of their lived 
experiences.  
Narrative stories can be collected in myriad ways, such as interviews, 
observations, document analysis, archives, and photos (Creswell, 2013). Narrative 
inquiry is not limited to spoken word and takes into consideration many forms of input. 
Narrative inquiry is applicable to this study since it focuses on the personal and 
professional lived experiences of Latina participants. Johnson-Bailey (2004) stated that 
the narrative approach is most successful when dealing with research focusing on Critical 
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Race theories because of its focus on collaborating with the participant, especially 
women of color. Through the Latino Critical Lens (LatCrit) theoretical framework, 
qualitative methodology provides “the pathway for the silenced voices of these 
borderlands to travel to the center of the narrative” (Hernández-Truyol, 1997, p. 927); 
and empower Latina leaders in the study to tell their thorough experiences, providing rich 
accounts; and “de-emphasize[d] a power relationship” (Creswell, 2013). The LatCrit lens 
strengthens this study as a qualitative approach with its emphasis on cultural and 
experiential knowledge. Additionally, a LatCrit framework allows the researcher to 
empower ethnic participants by using more culturally sensitive methodology such as 
testimonios (Huber, 2009) and counter-stories (Knight et al., 2004). 
Another tenet of narrative inquiry approach that contributes to this study is that 
narrative stories often contain specific tensions or interruptions (Creswell, 2013; 
Lichtman, 2006.) Identifying and understanding the tensions and/or interruptions 
provides additional perspectives on the impact of social, cultural, familial, and 
institutional stories that have shaped Latina leaders. 
Research Design-Narrative Inquiry using Plática  
Interview-based qualitative research gives participants a voice on important social 
issues. To best facilitate the process of storytelling, narrative inquiry was selected for this 
study (Chase, 2003). An important value of Latino culture is personalismo, or “the Latino 
tendency to prefer personal relationships over impersonal relationships” (Antshel, 2002, 
p. 440). This cultural value supported my rationale to engage in face-to-face 
interviews/pláticas rather than using other methods. Marin and Marin (1991) suggest that 
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researchers of the same ethnicity have an increased ability to build rapport on a personal 
and cultural level with their research subjects: 
Same-ethnicity data collectors should be employed in research projects where 
personal contact is involved. Researchers of the same ethnicity as the respondents 
can enhance rapport, willingness to disclose, and the validity and reliability of the 
research team and, in this fashion, motivate them not only to complete the 
research process but also to provide accurate information … Being ethnically 
similar to the interviewer can help the participants feel that they can share 
experiences … This can be of particular importance in methodologies where the 
collection of information is heavily dependent on establishing good rapport 
between researcher and participants, as is the case in studies utilizing participant 
observations or open-ended questions (p. 53). 
 
 Pláticas provide a framework to establish rapport with participants, increase validity, and 
most important, provide confianza (trust). 
When we tell our story, we begin to better understand who we are (Guajardo & 
Guajardo, 2010). Not only does the story we tell play a powerful role in our actions, but 
also the story we tell others shapes us. Guajardo and Guajardo (2008) write: “Every part 
of our work is driven by the stories we have learned, the stories we create, and the stories 
we imagine. We nurture and transmit stories to our families, our students, and to the 
public at large through pláticas” (pg. 62). Plática is used to gather the in-depth 
experiences and insights of these Latina leaders. Plática, or conversations, are a practice 
the Latino culture incorporates into along, rich tradition of storytelling and counter-
storytelling to name one’s reality (Guajardo & Guajardo, 2013). In this study, they are 
used to explore the meaning of each participant’s stories of career and leadership. Within 
the plática, dialogue, reflection, and emotions provide the means by which to explore 
their lived experiences (Waite, Nelson, & Guajardo, 2007). The pláticas take place in a 
variety of environments, using both face-to-face meetings and when necessary, 
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technological platforms. True to the nature of plática, the meetings were informal, 
comfortable, and conducive to creating a powerful tool for a relational inquiry process.  
Participants  
Criterion sampling is used for the selection of participants for this study. This 
method is appropriate because participants needed to meet a specific set of criteria in 
order to participate (Patton, 1990). Patton (1990) described criterion sampling as a type 
of “purposeful sampling” for “information-rich cases for study in depth” (p. 169). Using 
criterion sampling, the self-identification of Latina identity was the key criteria for 
participation. In addition to self-identification as Latina, participants were required to 
have a leadership role within their organization. Yet, the study addresses concepts of 
leadership from a Latina perspective regardless of position. Explicit positions of 
leadership in employment and/or community were not a factor in selecting participants 
because the research question wants to address elements of leadership that are common to 
Latinas within the construct of culture not positionality. Participants were recruited 
primarily from my professional network. This network has developed over 25 years of 
working and networking with the Latino community. Recruitment started with a letter of 
invitation sent via email to Latina leaders who are part of my professional network.  
Data Collection  
Semi-structured, in-depth interviews were used to collect data for this study. 
Semi-structured, open-ended interviews were scheduled and conducted with five study 
participants, both in person and over the telephone. Prior to the interviews, participants 
completed a consent form agreeing to contribute to this research.  I created a set of open-
ended interview questions for these participant leaders, and also adjusted questions 
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accordingly, depending on the stories they told (see Appendix I).  I wanted to make sure 
to ask my targeted questions on identity, experience, and leadership styles while 
simultaneously allowing them to fully explain their untold stories. It was important for 
me to ensure that I gave voice and space for them to share their story because identity is 
at the core of this work. The questions focused on their upbringing, the impact of their 
upbringing on their education, their path towards leadership, their experiences as a leader, 
and their career journey.   
I conducted these interviews one-on-one and recorded each conversation with 
their permission. I recorded their stories so as to capture every word, every pause, and 
every change in inflection which gave more life to their story. All interviews were 
digitally recorded and transcribed verbatim. Translation was minimal but necessary, 
participants opted to be interviewed in English, but Spanish was used by all participants 
when needed to provide Latinidad to the plática. It was important that the participants 
had a chance to review their transcripts to assure that I captured what the responded 
intended. This process also provided a means to increase reliability and validity. Once 
this process was complete, a follow-up meeting was offered. Though only two 
participants opted for this option, many showed interest in learning the results.  
Data Analysis  
After transcribing the interviews, I reviewed all the data twice before a 
developing preliminary list of categories and themes. I became familiar with the content 
and identified specific statement that exemplify an important aspect of the individual’s 
experience (Moustakas, 1994). Thorough this process several prominent cultural scripts 
emerged from the initial reading creating “meaning units” (Creswell, 2013). These units 
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are aspects that are shared by many or most participants. Each theme was given an initial 
coding.  
Next the responses were sorted and grouped by research question. I read through 
all the responses for each research question, highlighting relevant information. I assessed 
any patterns between their stories.  I also connected this to the literature I analyzed. 
Through an in-depth interview process, the participants gave me insight into their 
identity, experiences in education, upbringing, experiences as a leader, and their 
leadership styles. Throughout the process, I also connected elements of my own story to 
those of these Latina’s stories. 
The data analysis includes the creation of codes and a codebook with definitions 
and exemplars (Saldaña, 2016). Narrative Coding is used, since it incorporates terms as 
codes to discover the structural properties of participants’ stories. Lastly, I reviewed all 
the transcripts a final time to ascertain that the findings and the main themes and patterns 
were consistent with the data.  
Confidentiality  
Prior to commencement, ethical approval for conducting this study was obtained 
from the Institutional Review Board. To ensure participant confidentiality, real names are 
not used in transcripts and reporting of results. Instead, a pseudonym is assigned to each 
participant. All digital audio files, demographic questionnaires, transcripts, and interview 
notes will be destroyed once the files are no longer needed for analysis. All data collected 
will be retained for at least three years, in compliance with IRB guidelines.  
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Considerations for Credibility 
In addition to the coding method used, I conducted member checks to verify 
accuracy of the interviews transcriptions and ensure the participants’ voices and 
experiences were properly represented. I sent the transcripts to the participants via email 
after all interviews had been completed. This allow member checks to be conducted 
comprehensively. While not all participants responded to my email asking for feedback, 
most did, saying their transcripts accurately exhibited their recollection of our 
conversations. 
I also kept a researcher’s journal for reflection and analysis. Keeping a 
researcher’s journal had many potential benefits. Some included making my thoughts and 
feelings about what I was hearing the participants say about their racial, gender, and 
leader identities a part of the research design, helping to check any biases I had, making 
positive changes to the research design and methods, and making the at times chaotic 
qualitative research process more coherent, focused, and thoughtful (Ortlipp, 2008). 
Role of the Researcher - Positionality 
Grbich (2007) explained that every researcher is “subject to the influences of their 
own life experiences,” and this will influence both the design and interpretation of the 
data collected in the study. As a Latina woman who has worked in higher education 
administration for the past 20 years, this study is particularly of interest to me. Sharing a 
part of the identity of the women in my research, I bring a layer of my own experiences 
and biases. I am unapologetic in bringing to this study my personal biases. As a Latina, 
sharing their identity, I cannot be blind to the characteristics of my research participants 
because I find my own characteristics in one way or another in each of them.  I am a 
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Colombian immigrant, English language learner, and first-generation college woman. I 
have a strong connection to my culture and believe it has provided me with much 
fortaleza, strength, and wisdom. I have the sense that my identity helped the participants 
in the study open to me. My identity and cultural intuition helped facilitate the pláticas. 
Yet, I work to control my biases regarding the meaning of culture and the role it played in 
the experiences of the participants. Having a semi-structured interview protocol is one 
method that I use to address any biases.  
Although I differ in age and life experiences from these women, I felt though I 
was somehow looking into the mirror of my past, present, and future self. I was touched 
in more ways than can be described by the heartfelt emotions displayed during some of 
these pláticas.  
Limitations  
According to Creswell (2003), “defining limitations of a study establishes the 
boundaries, exceptions, reservations and qualifications inherent in every study.” Research 
bias can be a limitation for this qualitative narrative study, since I am the primary 
instrument for data collection and analysis. Another limitation is the small number of 
Latinas in leadership positions who were interviewed. Therefore, I cannot generalize 
these findings to the development of all Latinas as leaders.  
Delimitations  
Creswell (2003) defined “delimitations as parameters that narrow the scope of a 
study.” For purposes of this study, I am solely interested in understanding Latino 
women’s views on their experiences as leaders. I propose Latinas have a unique story 
about how cultural scripts influenced them as leaders. Therefore, this research solely 
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focuses on Latinas to gain a better understanding of their trajectory to these positions. It 
was my intent to acquire information in the study that could serve as baseline data for 
future studies on cultural scripts and leadership development.   
Summary  
This chapter outlines the research methodology. It provides an overview of the 
qualitative methodology, describes qualitative research and subjectivity, use of 
interpretivism as the methodological framework, and narrative inquiry and plática as 
tools to obtain rich and descriptive information from the participants’ leadership 
experiences. Overall, the study includes interviews and personal observations. The intent 
of the study is to gain a better understanding of how the use of Latino cultural scripts 
informs the leadership practices of Latina leaders. In choosing narrative inquiry as my 
methodology and research process, I remained true to the core of my purpose.  Not only 
was it important to provide a well-rounded and in-depth approach to exploring how 
Latino cultural scripts impacts leadership, but it was also important to give a voice to an 
unexplored group.  By exploring the story of other Latina leaders, I was able to gather 
existing patterns that led to future recommendations.  In the next chapter, the research 
participants and their stories will be described, followed by the summaries of the findings 
from the data in chapter 5, which provides conclusions, implications, and 
recommendations. 
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Chapter IV 
Data Findings 
In this research I set out to explore how cultural scripts impact the leadership of 
Latina leaders. What are the experiences of Latina leaders and the role of cultural scripts 
in their leadership? What are some commonalities and differences among Latina leaders 
when they apply their cultural scripts? How have cultural scripts promoted or hindered 
Latina leaders?   
In interviews I gathered data to tell the complex stories of Latina leaders, 
including their experiences as professionals and leaders but mostly as individuals whose 
identities are multifaceted. The act of compiling, condensing, and selecting parts of their 
stories to highlight in this dissertation proved quite a challenge. I feared that I would 
oversimplify, losing the gritty interesting bits that painted realistic portraits of them. In 
characterizing their experiences as Latina leaders, I sought to avoid reductive identifiers. 
Thus, I began to break down the work into key components: Latinas and their identity; 
Latinas’ strengths; various Latino scripts that aligned with Latinas’ strengths; and 
research on women and leadership. I interviewed Latinas in leadership positions and 
trended toward questions about upbringing and career and leadership experiences.  
Participants spoke about their identity as a strength in their work rather than as a 
hindrance. This was opportunity for me to give voice to stories lived but frequently 
untold.   
This chapter presents the experiences shared by participants. Their detailed 
descriptions will be enhanced by direct quotes from Latina leaders, and hearing their 
voices tell their life stories captures the essence of the lives of Latina leaders in this study 
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(Connelly & Clandinin, 1990). Table 1 provides a brief demographic summary of the 
participants and I then subsequently discuss these individual portraits and their self-
described Latino/a identity story. 
Table 1 
Demographic Characteristics of Participants   
   
Highest Education 
Level Completed 
Marital 
Status 
 
Occupation 
 
National Origin 
Undergraduate 
Degree                    1 
 
Single      2 
 
Banking                            2        
 
Colombia            1       
Graduate Degree    4 Married   3     Non-Profit Advocacy       1        Mexico                2       
  Education                         1     US                       2       
  Leadership Development 1  
  
Individual Portraits 
To write the portrait of the participants segment of this study, I asked each 
participant for an introduction and to share their self-described Latino story: how they 
define and see themselves as Latinas. Their responses were recorded and transcribed. I 
then developed a short profile of each participant based on her impressions, story, and 
comments. Finally, I share their experiences and reflections in greater detail.  
At the conclusion of each plática, I set aside time to journal about the interview, 
noting any observations or insights I had gained that day and how they differed or 
resembled previous interviews. I also wanted to find a way to capture my summative 
thoughts and impressions about the interview in a succinct manner. For each Latina, I 
identified an appropriate dicho that summarized my impressions of her responses and 
included it in my journal entry. A dicho is a saying that encapsulates life lessons through 
reflections on daily activities. 
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I found that the use of dichos allowed me to display cultural beliefs and ideals 
embedded in figurative language that describe ways for Latino/a to remember the wisdom 
of their abuelos and understand the foundations of leadership. Latino dichos are passed 
on from generation to generation. Even without language fluency, this is one way the 
Latino community teaches life lessons to the new generation. From these simple yet 
moving truths, values are upheld and suggestions for action are implemented. Dichos 
have been included in this chapter to introduce each participant, who graciously took time 
to answer my questions. 
I wrote a draft portrait of each individual and sent them a copy. Participants were 
asked if this was an accurate reflection of who they are and if they wanted to change or 
add anything related to their Latina identity story. The following profiles have been 
jointly written by participants and me.  
Priscila 
Lo que en los libros no está, la vida te enseñará. [That which isn't in books, life will 
teach you. (Life is the best teacher.)] 
Priscila arrived for our interview and enthusiastically greeted me with a hug.  I 
have known Priscila for over eight years but have not seen her in a while. I thanked her 
again for participating and she shared that she was very interested in my research. She 
was excited to contribute any knowledge, understanding the challenge Latinas face. As 
we engaged in our plática, I grasped that Priscila was passionate about discussing Latina 
leadership development and genuinely cared about making strides in the movement of 
Latinas career paths. 
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Priscila is Mexican born and grew up in Toluca, Mexico, which is the capital of 
Mexico’s central State of Mexico, near Mexico City. Priscila moved to Minnesota in 
1999 when her father got a job at US Bank. Her father’s employer, US Bank, was the 
only bank that would give her parents, brother, and Priscila visas so the family could 
come together to the US. Her father was offered a visa sponsorship as part of the Y2K, 
since there was a great need for programmers and their expertise. The family planned to 
live in Minnesota only for short time because US Bank needed programmers for just one 
year, to ensure that no computers crashed when systems reset in 2000.  And yet, 20 years 
later, Priscila and her family still reside in Minnesota. 
Priscila grew up going back to Mexico every summer. Every year, the day after 
school ended and until the day before school was back in session, Priscila spent in 
Mexico.  Her father would make her go to school in Mexico during the months of June, 
July, and August (Mexican academic year differs from the US) so that she could retain 
her Spanish and make friends with people in Toluca.  She even attended college for a 
short time in Mexico, prior to starting college in the US.  
Priscila considers her family to be middle class. On her mother’s side, her brother 
and Priscila are the first to graduate college. On her father’s side, there are 14 children, 
and 11 graduated college after earning scholarships. Priscila is very proud of their 
academic achievement. It is because of this education that Priscila feels her family had a 
higher economic status than others in her community and extended family. “It’s been 
interesting because even though I grew up having all these opportunities and having a lot 
of things kind of handed to me versus my cousins on my mom’s side,” she said, “my 
parents always made us keep grounded to earth and realizing that we do have family that 
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isn’t at our level. It’s been really interesting keeping my brother and me on the same 
level.”   
In Priscila’s family, her mother was not the only person who did not speak 
English. Yet at home in the U.S., her brother refused to speak to her in English. The 
family kept Spanish at the core of their communication. If Priscila forgot a word, and said 
in in English, her father would make her stop, insisting that she say it in Spanish. Priscila 
shared: “The most vivid thing I remember is I couldn’t say picture frame in Spanish, and 
I told my dad, “I don’t know how to say it.” He said, “Tell it to me in English,” and I said 
it and he would say “marca foto,” then my dad would insist that I say the full sentence in 
Spanish with the correct words.” Today, Priscila reflects on how taking time to use the 
right words helped her not only with vocabulary but also in maintaining her bilingualism.   
Priscila feels a strong attachment to her Latina identity and culture. Even though 
she is now a U.S. citizen, she continues to frequently visit her family in Mexico. She 
remains conscious of keeping her Latino culture and traditions as a part of both her home 
and professional life. 
When asked to describe her leadership style, Priscila describes it as 
“communitarian.” She views her leadership impact from the lens of looking out for the 
community. She shared: “I like to make sure everybody under me feels like a family.” As 
a leader she places high value in making sure everybody who is part of her team is 
content and that interactions in the group are harmonic. She has seen that treating people 
this way has won loyalty and created an environment where “it feels more than a work 
group, is more like family, where all are at the same level.” Priscila also sees herself as an 
empathetic leader. She explained:  
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I put myself in their shoes, so I do the dirty work too. I am willing to do the dirty 
work so that is why I expect you to do the dirty work because I will do that as 
well.  I’m not just going to sit back and wait for things to get done. I take on a lot 
of things and I’ve been told that I’m very helpful. I’m very patient in explaining 
to people, even if I’ve explained it a million times.  I like to make sure people are 
very well taken care of. 
 
When viewing her leadership through her Latina identity, Priscila stresses the need to 
have others view her as efficient and hard-working. “I look for things to do, because I 
don’t want my management to think I’m lazy,” she says. “I always like to be busy.”  She 
reflects that she got this “hard work” mentality from her parents. “I’ve seen my dad my 
whole life, my mom has never stopped doing things and I think that’s part of what shapes 
me – always wanting to do something.”  
  She attaches emotional value to being first generation and the first in her family to 
be educated in the U.S. Priscila feels pride putting her name out there and making sure 
that when people see her name and all the hard work she does, that she is keeping alive 
her family’s reputation for hard work. She ties her strong work ethic to her family roots. 
Priscilla connected hard work to pride in her family and culture: 
It’s one of the reasons I kept my last name after I got married, because for me it’s 
my family, it’s my last name.  I think that shapes me, I just want to make sure my 
dad’s name is very well recognized. I think that as Latinas, we come from a 
cultura that encourages hard work. We come from a cultura that says you have to 
work hard in order to achieve anything in life. Nobody is going to give you 
anything. I think that philosophy enhances our success because we know that we 
have to work—not as hard as others but harder than others—for us to be able to 
get the kind of recognition for our efforts... but also be very proud of your 
history—be very proud of where you come from.  
 
When asked if her Latino identity influences her leadership, Priscila was quick to respond 
that it does. She reflected on her strong sense of community and family, declaring: “One 
of the things that people always say about me is that I like gathering people together, I 
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like that extended to her time in college, work, and active participation in the Association 
of Latino Professionals for America (ALPFA). Being a member of ALPFA allowed her 
to meet many Latino transplants from New Mexico or Texas to the Twin Cities. Strangers 
at first, they have become a “family.” Priscila assumed that her desire to create 
community and bond with other Latinos comes from her immigrant experience, with its 
limited access to extended family. Priscila emphasized that family is at the core of what 
drives her to succeed. She shared how her grandparents in Mexico bragged about her 
American education. Priscila very emotionally explained: 
Right before my grandfather died, he told me that my brother and I were his pride 
because we were the only ones that got past high school and were making a name 
for him because they were all poor. So, we were the first ones. To me, that kind of 
makes me want to go on.  
 
Having an American education gave Priscila special status in the family. Her 
abuela would never let her do any housework; to her family, Priscila and her brother 
were the “golden children,” the ones who would represent the family and lift its name. 
Priscila said, “I never learned . . . the Latina things, I never learned how to cook or sweep 
or do housework because I was the little princess of the family who had to focus on 
school.”  Priscila said that her parents did not pressure her to pursue certain careers. Her 
parents wanted her to find her vocation so that she could be happy in her chosen career. 
Priscila believes her family derives immense pride from her educational and professional 
accomplishments. This pride and emotional support “make her go to work every day” and 
continues to fuel her professional and leadership drive.  
Priscila noted that she is willing to work extra hours and does not fear making 
mistakes. Her strong desire to be successful, her adaptability, and willingness to learn 
necessary skills has helped her prove herself as a Latina professional in this country.   
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Priscila admitted that at times, cultural adjustment was a significant issue for her. 
She described having to learn new manners to interact with others, which differed from 
her Mexican culture. One example was related to power differential and “respeto:”  
I have struggled a little bit with that just because growing up in Mexico and the 
hierarchies that we are taught, they’re completely different from hierarchies here. 
So, for me, when somebody in upper management, will come into the office 
randomly unannounced, and I’ll stand up and go and say hi. Sometimes I laugh at 
myself because we used to do that in elementary school when the principal would 
walk in. 
 
Priscila believes that hierarchy and power are deeply embedded in her view of authority. 
Although the same holds true in corporate America, Priscila believes it is implemented 
differently than in Latin America. She went on to say: “Even sometimes when I’m on 
calls, talking to upper management, I feel weird telling off people that are above me. I’m 
also very careful of burning bridges, I like to form very good bonds with people that are 
above me. I was taught that the more people you know, the more things get done for you. 
Respecting those in power is important.” 
When Priscila compares her experience as a leader and her career path to her 
Anglo-Saxon colleagues, she sees differences. She shared how she began at the bottom of 
the bank, in the retail section, but says her co-workers around her age “got a lot of things 
handed to them.” She does not undermine their work but does wonder how they were 
able to start at the same management level as her. This question is also related to 
networking and opportunities. “I appreciate people’s work more than a lot of people” 
says Priscilla.  Reflecting on the hard work ethic of immigrants, she adds:  
I’m straight an immigrant, I’m not first generation. I’m working so hard and 
seeing also my parents working that hard, definitely trying to make it in this 
country and trying to prove that especially with a lot of the political things that are 
going on, trying to prove to people that what is being said in the media about 
Latinos is not true.    
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She also worries that as an immigrant and leader she must prove that she is more than just 
a number: “I want to prove that I’m not just here because of the bank or the university’s 
affirmative action or numbers that they need to meet. It’s proving that I worked hard for 
this and I deserve this just as much as the next person.” 
Priscila also expressed complex thoughts about her Latina identity acting as a 
barrier, professionally and as a leader. She considers her English grammar a barrier, even 
after all these years in the U.S. She also pointed out that when working as a bank branch 
manager, her identity as a Latina could be an issue: “I did find a lot of customers who did 
not believe I was the branch manager. Once, they even called my manager, the district 
manager, to say, “The little Latina is pretending to be the branch manager.” Priscila saw 
the problem as people unaccustomed to seeing a Latina in a leadership role. While 
working with her team, she often encounters a lack of understanding when she explains 
the importance of family to an Anglo-community. When Priscila organizes her time to 
attend family functions and talks about family, she does not believe this is a value she 
shares with peers. As a Latina woman competing for a job and a leadership role, these 
subtle differences matter, says Priscila. “Sometimes you just kind of wonder, as a 
woman—it can be a Latina woman, or just as a woman in general—sometimes—you 
know, there’s a lot of barriers sometimes that you face.” 
When asked to reflect on how her gender identity has impacted her leadership, 
Priscila was very motivated to share. Early on in her career she worked at a bank branch 
with a cohort of mostly men and found that she had to prove herself. She overheard 
comments such as: “Oh, she only got promoted because she’s pretty.” She shared that she 
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found it hard to balance being taken seriously and being approachable. “I want to be a 
mom, a mom to my employees or the people I’m leading, but also I have to prove that 
I’m hard, that I can handle things.” Priscila believes that “people think you’re soft or 
people think you can’t handle certain things just because you’re a woman or you’re in 
certain positions because of your physical attributes.” Priscila shared that as a Latina 
stereotyped as “sultry, hot, sexual,” developing strong leadership skills is essential as 
well as performance, and that demonstrating achievement “not just because of what you 
look like on the outside” matters.  
Priscila is aware that marianismo, which she sees as part of her culture, plays a 
significant role in her Latina identity. “In a group project, I would rather see the group 
succeed than I succeed. I think that’s a very Latina thing, like we would rather see a 
community, your family, a group of people that you care for succeed, and not necessarily 
you.” While she appreciates individual recognition, being a part of a group is equally 
fulfilling. She sees a need to take care of others as the role of the considerate Latina 
woman: 
 Seeing my mom, my grandma do a lot of things that nobody gives them credit 
for, raising kids – my grandma raised 14 children and she’s lucky that all my 
aunts and uncles actually praise her for it, but my grandpa never did, and she was 
fine with it.  On my mom’s side, there were 10 and it was the same thing.  She 
raised all 10, she led a store, and nobody ever gave her credit for it.  She was fine 
with it – all they wanted was for the family to succeed.  So, I think seeing that and 
having them as role models has definitely shaped me. I will take care of others. I 
would rather have everybody succeed than just me.  
 
Priscila views her Latina identity as an asset. Her bilingual skills have opened 
doors for her, and it was her Spanish that helped her get her first job out of college. “I 
remember at the branches, people would be waiting for me for hours because I would be 
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the only Spanish-speaking banker.” She also thinks her cross-cultural skills have allowed 
her to work better with diverse teams:  
Knowing how to treat other cultures, because a lot of cultures are very similar to 
mine, being community minded or putting family first.  I’ve had to manage a lot 
of different types of cultures and being able to manage that and knowing that you 
need to accept it or, at least, try to work with them.   
 
Even when she was in high school and worked at Baker’s Square, she was made a 
supervisor because or her bilingual and bicultural skills. “I could communicate with the 
kitchen, I also had that understanding of our culture. When managers did not know how 
to treat the kitchen staff that has helped me a lot – being able to read and communicate 
with other people’s cultures.”   
When I asked Priscila to share her advice as Latina leader with other Latinas 
aspiring to a leadership position like hers, she was very animated and spoke at great 
length. She began:  
Don’t try to focus on making assumptions that people are against you because 
you’re a Latina.  I think that’s one of the biggest things that can put any Latina or 
any immigrant or person of color back.  Don’t read it as that, just work for 
yourself and work to make a name out of yourself, and use that attitude, use that 
spiciness that they call here, or that self-drive, to better yourself.  
 
She emphasized the need to focus on growth and making good choices. She 
acknowledged the barriers that Latinas face:  
Yes, there’s racism out there, there’s machismo out there, there’s people against 
women being in power, but I think we shouldn’t focus on that. As a Latina leader, 
I would advise to not just focus on the negative, focus on, “Well, now, I’m going 
to prove you wrong,” that kind of a thing. “Now I’m going to show you that’s not 
why I’m here,” now I will show you I can do it.  
 
Priscila encouraged others to remain positive and not become too emotional. She believes 
that Latinos, in general, take things to heart, and she sees a need for Latinas to 
differentiate and learn to use “passion as a positive.” She is a firm believer that 
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everything cannot be learned in the classroom or the office, and sees herself as the 
product of what she learned from her Latino community. She encourages other Latinas to 
reflect on their community values and use them as a leadership tool.  
She concluded our time with a plea, recommending that as Latinas we should help one 
another:  
Latina leaders go on and help your comadres, and not look at them as a threat.  A 
lot of the times we’re like, “Oh, no, I want to be the only Latina leader here 
because I was here first.”  No, it’s empowering us and empowering each other to 
do well and being happy for each other’s success that will move our Latina 
community forward. 
 
Daisi 
querer es poder [where there’s a will, there’s a way.] 
I reached out to Daisi via email the day I received approval from the IRB board. I 
told her the topic of my study, and without hesitation, she expressed enthusiasm and 
promptly agreed that we should meet for our plática.  
Daisi’s parents were born and raised in Chihuahua, Mexico. They immigrated 
right before Daisi was born in Dallas, Texas. Daisi was raised in Dallas, Texas, and very 
much recognizes her Chicana identity, and more broadly, her Mexican-American 
identity. In the summers, her parents would take her to Mexico, where she spent time 
with her abuelos, tiás, and cousins. She was raised by grandparents who lived their whole 
lives in small towns in Mexico. Latino culture was ingrained in her during her time in 
Mexico and with family there. “I remember mi abuelo, he would reprimand me if I ever 
addressed him by tu, so that’s how I learned how to address people by usted and this how 
I learned about love and respect for your elders.” recalled Daisi.     
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Daisi moved to Minnesota in 2013 after graduating from high school to attend 
college in the Twin Cities. Daisi reflected on the following:  
This is when I really learned that I looked a lot different than other people and 
that’s when I really learned that I do look more and truly identify as a Latina. I 
started to explore my identity more in college – as to what that means to me and 
how I was raised and how that influenced what I think of myself and who I am 
today. 
 
There was a moment when Daisi felt forced by other people to evaluate her identity. Yet, 
in Daisi’s mind, it’s very clear who she is: a Latina. In college, when Daisi pursued her 
Justice and Peace and Women’s Studies Majors, she realized that social justice, equity, 
race, and class were bigger than just her personal experiences. Social justice is a large 
part of why Daisi works in her current role at a non-profit that provides services for 
women who are victims on violence, focusing on the Latino community. Daisi also 
currently attends Law School, studying Immigration Law. She feels a strong 
responsibility for her Latino community and plans to focus her career on providing legal 
resources for the Hispanic community. 
When asked to define her leadership style, Daisi described it as “a servant to the 
people.” She explained: “I think that in your leadership you’re not necessarily telling 
people what to do, I think you’re learning with the people that you’re leading and you’re 
learning how to be a leader to these people as they’re learning what to do for you.”  
Daisi believes that a leadership role brings people together at times “like a family,” when 
everyone pulls together to work. Daisi thinks that her supervisor and coworkers regard 
her as extremely hard-working. She believes this work ethic is inspired by the great value 
and care she has for the people she works for and the people that she helps. “I think that 
I’m extremely lucky to work for and work with the Latino community,” says Daisi. “I get 
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to work with a community that I’m so passionate about and a community that I identify 
myself with, I think I go above and beyond to help the people that I serve.” 
Daisi sees her Latina identity as interwoven with her leadership and believes it 
shapes her leadership in multiple ways. Being a Latina connecting with other Latinos, is 
crucial in her role. Daisi serves as a cultural broker:  
I think that the way that I was raised and my background and who raised me and 
where my parents grew up and my grandparents grew up, I think that that has 
made me who I am today and it kind of transcends every part of my life. 
 
Connecting to the Latino community, understand their language and values allows Daisi 
to help others in a culturally sensitive manner. Daisi also shared that this understanding 
provides her with opportunities to “empower people, almost like you would try to 
empower your sister or your cousin when they’re going through a hard time.” She sees 
this connection with her work and clients coming from her Latinidad: 
 I think that because I am a Latina I truly care for people as if they were more than 
just my clients that I work with.  I think that I try to be very compassionate and I 
try to empower the people that I work with.  I think that comes from my Latina 
identity and how I was raised.  
 
For Daisi, this attachment to her cultural roots and identity is an asset to performing both 
her job and leadership identity.  
As a theme in her life, but especially her professional and educational career, 
Daisi acknowledges the sacrifice made by her parents that allowed her to arrive at this 
point in her life. She always remembers that her parents gave up everything and moved to 
an unfamiliar place, where they did not know the language and lacked respaldo de la 
familia to ensure opportunities and a chance at a good life. She always asks herself: 
“what am I going to do with this opportunity? Am I taking full advantage of this 
opportunity? Am I doing justice to what my parents did in my life?” These questions are 
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a theme underlying everything that she does from educational decisions to work. 
Elaborating on her appreciation for her family, she shared:  
I think my parents set the example for me.  I think that coming to the US and the 
decisions that they had to make was extremely, extremely hard for them.  I 
imagine, too, it was extremely hard for my grandparents to allow them to come. I 
can’t even imagine doing what they did, and for me, to just pick up everything 
that you have and move to a foreign country and to start building my new life 
with this child, I can’t even imagine.   
 
These emotions are tied to her parent’s immigrant stories, says Daisi, stories that she 
carries close to her heart. 
Strong support from her family has helped Daisi achieve her professional goals. 
As the first person in her family to graduate from college, she believes her family has 
been invested in her success. Especially now that she is attending law school, her family 
looks to her for everything. They believe she somehow has access to systems and 
knowledge in a way that others in her family do not. She sees this as the impact of being 
her family’s first-generation college graduate. She compares it to when she was a little 
girl and was able to communicate in English: 
To know English was a big thing and I was a big asset to my family members 
because I knew English so well. I think that even from the small success of 
knowing English and learning English in school to now graduating college and 
being a professional and now attending Law School, my success has been very 
well received.  But I think too, a lot of times it puts a lot of extra baggage on me, 
in particular, because I have this success. 
 
Daisi also believes her professional success has affected her community. Because of her 
Latina representation, an increased number of Latinas are seeking services. “People will 
literally just come into the office looking for me because they heard from somewhere that 
this muchacha in this office, es bien linda, te puede ayudar, she can help.”  Daisi believes 
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she is helping her Latina clients and their children and is thus helping to empower her 
community.  
Working with team members, Daisi sees her Latina identity coming through. She 
is excited when collaborating with others. She referred to herself as being collective and 
thinks she is at her best when the work atmosphere feels familial: 
 I’m very present and I’m very vocal.  I think that that comes from being in family 
settings and having reunions or even having dinners and people are constantly 
sharing about their day and talking over each other and getting excited – sharing 
these really exciting stories. So, for me, when I’m working in groups, I feel like 
I’m sharing very exciting stories that lead to ideas and how do we combine these 
stories and our life experiences into real life things that we’re working on that 
day.  
 
Engaging in dialogue, feeling free to share, and being treated like family allow Daisi to 
feel that she is performing at her best. 
While working with a supervisor or has anyone else with more power, Daisi sees 
herself reverting to behavior and expectations from her childhood: “las reglas de la 
familia, the family rules.” These rules stress respect for people who are older or in a 
position of power. She added: “I think I can almost become submissive because I feel like 
if somebody holds authority over me or if somebody is older than me, I owe them 
something – I owe them respect, I owe them a respect for their wisdom and their years 
and they know things that I don’t know and so I should be respectful to that.” Daisi went 
on to explain how she grew up as a Latina valuing respeto in interactions with others. For 
Daisi, respeto means that people are expected to defer to those in a position of authority 
because of age, gender, social position, or title. She explained: 
I think sometimes it can almost come to a fault because I think in the American 
culture, just because you are my boss and just because you are older than me 
doesn’t mean that what you’re saying is right or that what you’re doing is right.  
But I think that as a Latina, I very much try to respect and understand where my 
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boss is coming from and why they are making these decisions and what their 
thought process was because I don’t want to step on anybody’s toes.  
 
For Daisi, respeto is very much a part of how many Latinos are raised, and what they are 
taught to believe. She sees respeto, or automatic deference to authority, experience, and 
age, as positive and beneficial. She believes it allows her to be a lifelong learner, to stay 
humble despite successes, and to earn mentorship and sponsorship from those more 
accomplished than her. 
Gender identity has played a part in Daisi’s leadership. She shared that growing 
up her father was very supportive of her. He pushed her to be adventurous and curious, 
and said, “If I ever did fall because I was climbing a tree or doing whatever, he would 
make me get back up and he wouldn’t let me take it as a failure. I had to keep pushing 
through.” She grew up thinking she was capable and strong. Her family has never put 
limits on her because of her gender and always believed in her. Yet now that she is an 
adult, she thinks she is treated sometimes as less than or not given the benefit of the doubt 
because she is a woman. She believes that peers underestimate her and that she does not 
get the opportunities that are presented to men. She also sees that because she is a woman 
of color who identifies as a Latina, people tend to underestimate her potential. She takes 
this as a challenge: “It’s okay,” she says, “underestimate me because I’m going to prove 
you wrong and then you’re going to be like, ‘whoa’.”   
Daisi noted that her Latina identity can change the way she engages with her male 
counterparts: 
 I mean sometimes I would almost like to say that it doesn’t affect me, because I 
wish it didn’t.  But I think that sometimes you can see yourself falling into a 
submissive role and maybe not speaking out as much.  I think that it is 
unfortunate, I think it’s something that you just have to check yourself on because 
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I think it is very easy to do what is the normal and to fall into these specific 
gender roles.   
 
After reflecting on this behavior, Daisi is challenging herself as a woman of color, to be 
bolder and to fight back against stereotypes: 
 I understand why it’s very easy to fall into those gender norms, I think that it’s 
something that we have to continue to fight back on and push back on because it’s 
not who I am and I’m not a submissive person – and I can be very loud or 
colorful, whatever it may be, but I don’t think you should adapt yourself to 
people. I think other people should just take you for what you are. 
 
Daisi sees her “loud, colorful” personality as a leadership asset, even as she is aware of 
the “spicy Latina” stereotype, with its raised voice, emotional soliloquies in Spanish, and 
out-of-control gesticulation. She thinks it is a benefit to an organization to have 
individuals who are able to show up and be their most authentic self. 
I think we need those people who are loud, just like we need those people who 
aren’t.  I think it’s a good thing, even though I think that there will be people 
along the way that will tell you that that’s wrong and that’s not professional and 
that’s not this or it’s not that.  But I think it’s a good thing because it’s who you 
are and who you are is good.  I don’t think that anybody else can label it 
otherwise.    
 
Daisi also shared how as a Latina, marianismo influences how she presents herself and 
reacts to situations. For Daisi, marianismo shows up in her leadership, as she serves 
others:  
It’s almost like a part of me and it’s a part of who I am.  I want to say motherly, 
matriarchal. As I’ve gotten older, I realize that this is more engrained in me than I 
thought it was. I do it a lot, this marianismo thing by checking in with people to 
see if their overall well-being is . . . if there’s anything I can do to help them.  I 
find myself saying “How are you?”  “Do you need anything?”  “Do you need to 
talk to someone?  I can talk to you.”  “If you need to unload your feelings, I’m 
here for you.”  I think it comes across as motherly. 
 
At work, Daisi finds herself offering to do things that are not necessarily part of her job. 
Yet, she views her marianismo as a strength:  
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I think professionally it’s good because I think that one of the things that we miss 
in the workplace is, “Are you OK?”  Not just, “Are you getting your work done?”  
I think that people work best whenever they feel valued, whenever they feel that 
other people, like their co-workers, care for them. 
 
Daisi appreciated the feminist aspects of marianismo, for her traditional marianismo says 
that women are spiritually superior to men and capable of enduring all suffering. She 
takes this to mean that she has grit and determination that surpasses her male 
counterparts.   
Daisi does believe that being a Latina has been a barrier to her leadership 
development. She thinks that sometimes her Latina-ness limited her. This was 
particularly the case in college. As a Latina at a predominantly white institution, her 
leadership was limited to spaces that were only for Latino students. She did not think her 
leadership was encouraged or accepted among “white” students. She felt that in 
predominantly white organizations, her leadership role was designated to “diversity” 
issues. “I could not run for anything else,” she said, “because I thought, ‘Why would any 
of these other students see me as anything other than this diverse student that can talk 
about diversity?’ And so, I think in school, I unfortunately, felt very limited to what I 
could participate in and in the resources given to access my leadership.”   
At times, Daisi thinks, it was because of her Latina identity that she was not given 
the opportunity to explore leadership beyond her Latino community. Now, in her 
professional life, her leadership and identity are viewed differently. She believes that she 
was hired for her role because she is a Latina and bilingual. She views her Latinidad as a 
great asset because many clients that her employer serves come from the Latino 
community. Upper management sees the value she brings to the organization. Yet, while 
working with the public, she has perceived that because of her age and being a Latina, 
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some people underestimate her and question whether she is educated enough to do her 
job.  
I have had people, in particular, white clients who have specifically asked to work 
with a white person.  I think that for me, that’s like a slap in the face – like how is 
somebody who happens to identify as white, in the same role as me, going to do 
more for you? Yet, I’m very lucky to be in this role, it allows me to help many 
people. 
 
Daisi believes that some of the obstacles she has had to overcome are typical of college 
students, new graduates, first-generation students, and women. But she thinks being a 
Latina has allowed people to place her “in that box,” viewed not as “the finance 
professional,” or other operational title, but instead a role that should be limited to 
diversity work, to the “Assistant Director of Diversity and Inclusion,” or other related 
“diversity” functions. She shared the following:  
 I think that sometimes people will assume that as a Latina you are the kind of 
person that works with the community, and I am that person, but I think that some 
people just want to do finance, or some people just want to do accounting and that 
that’s perfectly fine.  But because you are person of color, people think that you 
only want to do diversity work with your community.  Sometimes you do, but 
sometimes you don’t.  I’ve heard from my Latino peers that quite often you’ll get 
approached to do this community event because you are part of the Latino 
community. But I think that people don’t really understand sometimes you don’t 
want to do that work and that sometimes you’re tired of that work.  I’m pretty 
sure my white counterparts aren’t being approached to do this community event at 
this “white” community. 
 
Daisi emphasized that her Latina identity is an asset. “I think, fortunately I come from an 
office where we want to reflect the community that we serve.” She believes that her 
Mexican- American identity and how she has lived her life “in this in-between,” makes 
her a bridge for her family and the community she serves, but also most important she is 
a bridge for the Latino community she serves to access these systems, “I think that these 
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systems use me as a bridge to access their constituents and the people that they work 
with, I think that I’m the perfect in-between for what I do.”   
Speaking Spanish has allowed Daisi to navigate the world in two spaces and to 
think in two different ways and engage in two different cultures. Daisi proudly said: 
I think in particular with my fluency in Spanish, it literally is like almost having 
two brains, it literally is almost being these two different people that co-exist 
within this one body.  I think that when I’m giving services in Spanish, it’s like a 
completely different feel, a completely different space than when I’m giving 
services to somebody who only speaks English.  I think that I’m lucky to be fluent 
in both and to be able to move between the two spaces.   
 
Comparing her experiences as a Latina to her Anglo-Saxon peers she thinks her peers are 
missing out. 
 They’re missing out on this great group of people that they’re just never going to 
get to hear their stories because they’re never going to get to help these people, 
they’re never going to understand this culture. I think, too, the Latino community, 
the immigrant community in general, is so great at giving back to the people who 
help them and so I’ve had people cook me meals from their home country and 
bring me presents and bring me charms.  
 
Daisi never feels better than when she helps a Latina woman who returns to express her 
gratitude. She notes that her “white” peers will not have an opportunity to personalize 
their work in the same meaningful way. Daisi shared that this feeling of helping her 
community goes back to stories shared by her family and her parent’s journey to the U.S.:  
 I feel like my parents would have never been as successful as they are today if 
they wouldn’t have gotten help from people that they’ve experienced – whether 
that was the bank teller who happened to speak Spanish or the real estate agent 
who helped them buy their first house or the car salesman who helped them buy 
their first car.  They’ve been able to live this American dream, but it’s all been 
because of the help of people who were willing to help them out in Spanish or 
were able to understand where they came from and didn’t think less of them.  
 
Daisi wants to be that person to her community. This desire to help drives her to continue 
her education and pursue her law degree:  
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Since I was a little girl, I’ve wanted to be a lawyer. Because I grew up in this way 
– kind of in communities helping each other and trying to figure things out, I 
really wanted to be that bridge or that light of hope for my community where I 
want to be one of those people who really makes an impact and helps families, 
just like my parents. I want to succeed and give other Latinos the information that 
they need to make the right decisions so that they can prosper, so that they can 
stay here, so that they can make it and live out their American dream. 
 
Closing our plática, I asked Daisi for words of advice for Latinas aspiring to follow in 
her footsteps. She said: “Be yourself, don’t hide your Latinidad. I feel like whatever 
journey your family took for you to be in this moment and in this space, I think that you 
don’t take that for granted but you take that, and you use it for something.”  
She valued helping the Latino community. Additionally, she regards her life 
experiences as a catalyst to where she is today as a leader and community advocate. She 
encouraged other Latinas to expand ways in which they can empower themselves and 
serve the community. Daisi shared her emotions: 
There are so many jobs and so many careers out there and so many ways that you 
can help people that you don’t even know.  I think that you need to take your 
experiences as a strength, and I think that those experiences make you who you 
are and influence what you want to be in a very good way.  There’s going to be 
times where you almost think that your upbringing gives you a disadvantage in 
life and you know what?  Sometimes there is things that maybe your white 
counterparts have that you really wish you had. I had to do everything by myself 
and I got to where I am completely by myself. But I know that I’ve gotten to 
where I am today because of my parent’s journey.  I feel like I’m here, not in spite 
of, but because of everything that my parents did and everything I’ve experienced 
up until this point.  So, just take it and use it as a strength and run with it and 
follow your heart and follow your passions, you will get there. 
 
Daisi emphasized the importance of becoming a representative of the community, being 
multicultural, and becoming a role model for Latinos and Latinas, specifically, becoming 
a stereotype-breaker for mainstream society. Daisi ended our plática saying, “I think, as 
Latina women, we are all leaders in some way—breaking stereotypes, creating new 
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perceptions of what it means to be a Latina leader serves as an example and a role model 
to others in my community that to me is leadership.” 
Raquel 
El que a buen árbol se arrima, buena sombra le acobija. [Keep an eye out for people you 
can learn from.] 
I met Raquel 12 years ago, I have known her longer than any other study 
participant. We have had multiple conversations over the years, sharing both professional 
and personal experiences. Yet, we never discussed her Latina identity development or 
how that influences her leadership.  
Raquel’s mom and dad moved their family from Mexico to Kansas City when she 
was seven. Her father got a teaching job at the University of Missouri-Kansas City. 
Raquel described the experience of moving as being uprooted from everything she knew 
and family she loved. The move took place after short notice, and she found it to be 
traumatizing. “We had the Latino family where my grandparents raised me, they looked 
after me,” she said. “My grandma took me to the bus stop, she picked me up, she fed me, 
she played with me.” Raquel was very close to her grandparents in Mexico. Raquel’s 
father passed away when she was 18 days old, and her mother moved back with her 
grandparents who helped raised her, while her mom worked three jobs. Her mother 
remarried just before they moved to Kansas. Arriving in the U.S., Raquel dealt with 
adjusting to a new family structure, a new language, a new culture, and a new 
environment. Yet what was more difficult was the lack of extended family support. The 
family was only in Kansas for a few years and then moved to Minnesota. Raquel 
remembers her mom saying that every decision that they made was for her, with her 
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future in mind. Her parents started their own business and Raquel felt responsible for 
their success. Every summer, she worked there, from around 12 until she graduated from 
high school.  She remembers and honors her parents’ strong work ethic. She grew up, she 
said, “not with a lot of things. No to toys, no to experiences, no to everything. There was 
never a shortage of food on the table, by any means, but it was a struggle.” There were 
times when she resented her parents for picking her up and taking her to a foreign 
country, with no explanation, promising that they would go back to Mexico at some 
point. They never did. Raquel visits her family in Mexico but is now a US citizen. Her 
trips are bittersweet, and she loves her family there, but says her life is here in the U.S. 
When asked to define her leadership style, Raquel explained:  
I would define my leadership style as a servant leader.  A lot of the time I tend to 
put people in front of me, which I think has affected me in some way or another, 
but I really try to put others so that they can grow - that they can move forward.  
 
She shared that when leading, she presents as “direct, short, to the point, very ambitious.” 
While she leans towards taking care of others, her expectations of her team are high, and 
while she wants to have close relationships with those she works with, she prioritizes 
efficiency and hard work. She described herself as reserved, and has been known to have 
a reputation at work and has been labeled as a “direct sassy Latina,” yet she said:  
I very much care about the people that are in my inner circle and I will always do 
anything to help them. People that truly do get to know me would say that I’m 
very warm, very approachable, I bend over backwards for people or to help other 
departments out.  
 
She also shared that she is always “pollinating” and striving to create new relationships 
and collaborations with other departments and teams.    
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When Raquel shared how her identity as a Latina shapes her leadership, she 
reflected that when corporate America defines good leadership, it measures financial 
gains and meeting the “bottom line,” yet there is no humanity involved in the process. 
This is where she sees her Latina identity shaping her leadership. Wherever she goes, 
whether it was a multimillion Fortune 500 company or a small startup, she always 
brought with her the need to create a familial culture with her teams.  
We met for this plática the day after Raquel left the company, she had worked at 
for the last four years. She shared how this “familial” feeling of being responsible for 
your team persists, even to the last day:  
I worked until 9:30 on my last day.  Everyone was like, “Why are you still there?”  
I’m like, “Because I’m trying to wrap everything up the best way that I can.”  
This is going to be a very tough transition for my teammates and ultimately, I did 
this because of all the board of directors that I worked with – if I didn’t button and 
wrap everything up the best way that I could, they were the ones that were going 
to suffer. 
 
For Raquel, leadership as service is listening and working for the common good of all 
and not for personal gain. 
When I asked Raquel why she left the company, she shared that she “really never 
felt that she fit in.” There was not a culture of cohesiveness or community. She did not 
think her employer was open to embracing her Latino culture, investing in creating more 
inclusive environments for Latino talent, or equipping the company to better serve 
Latino consumers and clients. Raquel believes that non-Latinos can benefit from Latino 
cultural assets in the same way that Latinos have been enriched by other cultures. 
Raquel acknowledges that her professional success is due in part to her work 
ethic, which comes from her immigrant background. She described herself as a hard 
worker who puts “myself and my soul into everything that I do.” Raquel admitted that 
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when working with others, she does not always see herself or provides her contribution to 
the group from a Latino point of view. She reflected:  
I think it’s partially on me where I forget to be mindful, I forget to think about my 
values when working on a project.  At work you deal with people that are not 
culturally sensitive and so, you know, somebody says a cultural insensitive 
comment I just disregard that comment automatically. I have to in that work 
environment, you have deadlines you have . . .  you let it go, and sometimes I 
don’t think about my Latina identity.  
 
As a Latina millennial, Raquel wants to find the right organizational cultural fit. She 
wants to bring her full Latina identity to work and expects inclusivity as part of her work 
environment. She is looking for a workplace environment that is inclusive in its culture, 
policies, and practices. She expects to find acceptance in the workplace through personal 
development and inclusivity, and advancement because of her merits. She believes it is 
extremely important for corporations to understand issues related to acculturation and 
biculturalism of Latinos and to embrace a cosmopolitan view of the world. Raquel thinks 
this cultural understanding is becoming a priority for her generation of Latino/Hispanic 
millennials. 
Raquel shared that in order to be an effective leader she has pursued the path of a 
“bicultural identity leader.” She resists assimilation, viewing herself as a leader who 
develops an American-Latino identity that embraces and celebrates the multiple 
influences that shape mainstream American culture and her Mexican heritage. She has 
learned to master the rules of corporate culture so she can break them when the right 
time arrives. She is always mindful of also mastering the rules of her own culture, and as 
a successful Latina leader, she finds ways for both cultures to shape and influence each 
other. By doing this, she creates the conditions for greater creativity, innovation, 
inclusion, and transformation as a leader. 
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Raquel believes that her gender has impacted her leadership. She reflected on her 
experience working with Coca-Cola USA. She was assigned to the Latino market, and 
her bilingual and bicultural skills as well as her experience working with individuals from 
diverse backgrounds provided the opportunity to work many Latino, African, or Middle-
Eastern business owners. She had great rapport with everyone, even Latino men who she 
thought might see her “as this muchachita, little girl.” Recalling her work with a male 
client who openly resisted working with women, especially Latinas, she shared the 
following;  
I was visiting him again, checking inventory and he said, “I need you to go, I 
don’t want you, I don’t want to work with you. You should be at home, you 
should be raising a family, you should have children – there's no way you need to 
be having this job.  I don’t want you.  I don’t want to work with a female.”  I 
don’t remember . . . I don’t know if I said anything, I must have said something in 
terms of, “No, I don’t really have a choice, we could stop servicing your store all 
together, but we don’t have a choice.  They’re not going to send somebody here 
instead of me, we have to learn to work together.”  And he said, “No,” and he 
chased me out of the store.  Literally, I was running to my car, shut the door on 
him and he was just still laying on the window.  I was like this doesn’t even make 
sense, he’s married to a Latina, he’s married to a Colombian woman and that . . . I 
don’t know, that was a lasting impression for me.  
 
Raquel also described her struggle when she became the supervisor of 60 union men in 
the warehouse distribution unit. She describes this experience as “the worst job I’ve ever 
had.” The men were dismissive of her leadership, and what saddened her the most was 
the way fellow Latinos treated her:  
The Latino men were so disrespectful to me, so incredibly disrespectful. I always 
used to say, “I hope you don’t ever treat your wives, your daughter, your sister, 
your mom – anybody, the way you’re treating me right now, the way you talk to 
me right now.” And they didn’t like that. They did not like that I would stand my 
ground.  It got to a point where that job broke me, and I couldn’t take it 
emotionally because I couldn’t talk to anybody. I couldn’t talk to my mom and 
dad about it because they would have been afraid for me.  
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For Raquel, being a Latina in a leadership role presents many challenges. 
Sometimes these challenges are cultural, tied to male chauvinism that is common in Latin 
cultures. Other times, these challenges are gender-based, stemming from the idea that a 
woman cannot exercise the functions of a supervisor because of her femininity. 
Sometimes internal cultural challenges arise. Raquel explains: “Latinos are raised in our 
homes, because the Latin/Hispanic woman learns that she is the one that serves the table 
and heats the tortillas while the man waits, sitting down to be served.”   
Raquel recognizes that as a Latina leader she faces struggles as a woman and a 
woman of color, especially in predominantly male dominated industries. She determined 
“that experience, it was a job that I learned a lot about myself personally, I wish I had had 
the resources within the company, or somebody to go to – but it’s hard. Women, and 
specifically Latinas are all alone. . . I don’t know if now they are any women in this type 
of leadership role, but there was nobody in supply chain, let alone minorities, that I could 
share my experience or seek advice from. I felt very alone.” As a modern, educated 
Latina, Raquel says “this machismo business really astounded me.” It forced her to 
reflect on the role of women leaders, in particular, Latina leaders. She found no role 
models or resources for support.  
Raquel expressed the importance of showing respect to others. “I think respect is 
a big thing. I’ll give the male their respect because that’s still important to me. I’ve been 
challenged with, obviously, giving men their level of respect and not feeling like they’re 
diminishing me.” She has internalized the struggle she has with working with men, 
showing them respect, and collaborating to how marianismo influenced her upbringing. 
Raquel went on to say:  
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I used to, a lot of the time, say, “I’m not going to be like my mom when I grow up 
– she does laundry and she does the cooking and she takes care of the inside of 
the house,” I used to think that’s really sexist or that’s a different generation.  
Well, now I realize – that's her way of giving to us, giving to my dad, taking care 
of the family. She gets satisfaction out of it… you take that away from her and it’s 
not going to be OK. Now, thinking back, my grandma was the same exact way.  
All the sisters in my mom’s family are the same exact way. 
 
 At work, Raquel feels torn when her marianismo becomes apparent:  
At work, actually at every place I’ve worked, I’ve always cleaned the coffee pot.  
I’ve always taken care of the coffee, I’ve done the inventory for the coffee. The 
funny thing is, I don’t even drink the coffee. At this last job, I would wash the pot, 
ordered the stacks, made sure that the inventory was visible. I also found myself 
watering the plants, making sure they were taken care of. I think that was just me 
saying I want to do it and I want to do it right for the other people. My way of 
showing that I care.   
 
While Raquel is aware that marianismo leads her to act as a “caretaker” for others, it also 
makes her team regard her as “compassionate, a good listener, understanding, service-
oriented, and willing to sacrifice.” Marianismo is not all bad for Raquel, since she sees 
the benefits of caring for others.  
 Raquel is proud to acknowledge that her professional success has affected her 
Latino community. She takes very seriously her role as a mentor to and role model for 
others. Since her early career, when she belonged to Prospanica (NSHMBA) and tried to 
get students involved in the organization or help them with their struggles, she has given 
back to the Latino community. She has been involved with CLUES (Comunidades 
Latinas Unidas En Servicio), which matches professionals with Latino high school 
students in their mentoring program. For many years she served as a mentor to young 
Latinas, and says, “Volunteering is part of my professional life, I will continue to practice 
that give-back mentality, paying it forward and helping in any way that I can to 
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anybody.” Seeing her family give back to their community, she aspires to always do the 
same.  
  As a Latina, Raquel has confronted barriers on her leadership journey. From 
having too ethnic a name or too strong an accent, dealing with jokes about her heritage 
and putting others at ease, she has faced challenges at work. “From the beginning, you 
are a new employee, you go through the HR assessment and it labels me as a red. You 
know, you are Latina, yup must be fiery!” Raquel feels that as a Latina she must work 
twice as hard as her white non-Hispanic women co-workers. She feels she must dress 
more conservatively to be taken seriously. “It more of an internal struggle letting them 
see my potential, my trajectory, my . . . you know, my experience.” Raquel is aware that 
as a Latina she must grapple with expectations based on her gender and race.  
While Raquel knows that as a Latina, she has obstacles to overcome, she cautions 
that not all challenges she faces are due to her identity and expects to be treated fairly. 
 I certainly don’t want to get a job just because I’m Latina, I want to show my 
credentials and my qualifications and my experience.  I do hope that people see a 
value in a Latina who has her MBA, who has work experience because there’s no 
many of us out there, I hope that this is an added value, and that I am given an 
opportunity to prove myself.  
 
Raquel has a mentor in whom she confides about her professional aspirations. One 
recommendation she received is to remain true to her Latino roots and identity. She 
provided this piece of advice: 
I think for a long time I was coming in to my jobs just wanting to be a leader, but 
I didn’t know what that meant.  I didn’t know what that was going to look like, 
what shape that was going to take, and I think probably the last few years have 
been very self-reflective. I truly know where I need to work on, what I’m really 
good at to keep polishing and redefining, but I can tell you when I began my 
career I didn’t think about my values. I didn’t think about the legacy that I want to 
leave for people, what kind of leader I wanted to be in five years, ten years? As a 
Latina, I have a lot of pride, this si se puede mentality, that you can do it without 
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any help.  But you can’t. We live in a world where you have to accept it, you have 
to surround yourself with mentors, with sponsors, with people that will help you 
get to the next level. You grow up in your community, everyone works hard, 
everyone gets commended for working hard and you don’t learn these corporate 
political games. They don’t teach you the politics game in school. It’s really 
through mentors and through their experiences and through their stories that you 
learn.   
 
She values cultivating a Latino network and is aware that she has a disadvantage when it 
comes to networking outside of her Mexican community. She believes that Mexican 
immigrants have a social capital deficit compared to her Anglo-Saxon peers, “no matter 
how much social capital immigrants hold in their home country, Mexico in my case, upon 
our arrival, we have to rebuild a network that is relevant here in the U.S.” 
Raquel has always been aware of her identity and place in relation to her 
environment. Since childhood, she strongly identified as a Latina. Growing up, she 
acknowledged the great sacrifices her parents made as she tried to do her best in school. 
From early on, she learned to navigate between two languages and two cultures since her 
family spoke only Spanish at home. While the sound of her childhood is Spanish, she 
managed to obtain a college degree. She believes she has been able to conquer obstacles 
in educational, career, and life path.  
Raquel ended our time together by sharing the following:  
Barriers can be crossed when you are that little brown girl who took all the risks 
and was determined to be a winner even when everything seemed to point to her 
failure. Having the experience of my community served as my catalyst in shaping 
who I am today. 
 
Clara 
poco a poco se anda lejos [perseverance pays.] 
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Clara is the youngest participant. Yet, her story and reflections were full of 
meaningful insights and understandings of her identity, culture, and leadership 
development.  
Clara’s parents came from Mexico to the United States 26 years ago and met here shortly 
after. They were very young when Clara was born in the U.S. Clara reflected: 
 The way that I grew up in America is very different than the students that I went 
to school with, and everyone else that I met, just because my parents were trying 
to figure out life here while also trying to figure out being parents. That, I guess, 
kind of shaped the way that I saw who I was in my culture, especially because it 
felt like something new, they were trying to figure out how to be Mexican in 
America. 
   
When Clara was young, her family felt very alone without extended family in the U.S. 
They found it hard to celebrate their Mexican cultural traditions; yet her parents exhibited 
their pride in their Mexican culture and maintained a strong cultural bond with their 
homeland. Living and expressing their Latinidad was enriched and supported when more 
family joined them in Minnesota, and Latino culture grew in the United States. Clara 
says, “It just got easier to see my culture in the United States. It got easier to be me, a 
Latina.”  
Growing up, Clara was not able to visit her family in Mexico but spoke only 
Spanish at home. She did not learn English until kindergarten. Her parents did not speak 
English and she spoke to her younger siblings in Spanish. Thus, while born and raised in 
the U.S., Mexican-Latino culture and Spanish language were deeply embedded in her life 
at home. When asked to define her leadership style, Clara describes herself as an 
inclusive leader:  
 I value listening to others, is important that I include their perspectives, this 
influences how I lead. I spend time in getting to know each person and bonding 
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with them. I work in making everyone feel a connection with me and in return, 
that drives my leadership because then everyone is being valued and involved.   
 
Her supervisor and team members regard her as outgoing and friendly. Rather than 
encourage competition and individual achievement, Clara promotes interdependence and 
group collaboration as values for her entire group. When she works with others, including 
authority figures, she tends to emphasize cooperation rather than competition.  
Clara leads with simpatía, she strives to maintain harmonious, positive 
relationships. Understanding that a person with simpatía empathizes with others, she 
treats the people around her with dignity and respect: “I treat others, like I would like to 
be treated.” As a leader, Clara believes in open lines of communication. Her goal is to 
serve others in a way that will benefit their long-term goals. She wants others to excel 
and is willing to help.  
As a Latina leader, Clara believes in diversity. Her organization includes a 
growing, diverse population of employees. She has seen how new Latino hires do not feel 
connected. Her desire to connect Latinos led her a leadership role. Clara explained:  
I’ve gotten involved with the Latino business resource group, Nosotros Latinos. I 
took on the role of vice president. My boss was really shocked that I was offered 
this position. As someone that is so young and so new to the bank, this was 
surprising to her. I think as a “white” middle-level manager she doesn’t really 
know much about BRG’s. She is supportive but does not realize that I am doing 
this to help connect and support my Latino community.  
 
We discussed how her time in Nosotros Latinos has become a valuable part of her work, 
allowing her to display her leadership skills in a culturally responsive manner. “I get to 
support my Latino peers while we celebrate our culture and share it with others.” Her 
supervisor has no idea of Clara’s leadership roles and experience in her Latino 
community. 
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She has no understanding that within my Latino community I am a leader. I am 
young, but I am a leader. I’ve had extensive leadership experience while in 
college and even in my high school just doing student council or being a board 
member for different clubs and organizations. I felt like me taking on that vice 
president role wasn’t really weird, even though I’m young. It just felt natural to 
me – like I should do it. 
 
Clara expounded that her colleagues are more comfortable with her as a leader because 
she shares her experiences and story. Taking on this leadership role has enhanced her 
exposure while allowing her to continue to grow her leadership role in her community.  
Clara clearly believes that her identity as a Latina shapes her leadership. As an 
empathic leader, Clara is able to bring her personal experiences to her position. Clara 
described her ability to be empathetic toward others as an important part of her identity 
and leadership style.  
I think because I’m really caring, and my family is really caring I lead this way. I 
learned this from my mom and mi tias, just growing up I’ve always just wanted to 
care for the people around me. I want to treat people like family. I feel like that 
really influences who I am and how I go about leading this Latinx Nosotros 
Business Resource Group or being a leader at the bank, or even being a leader 
while in college. I do a lot of what I do because I care about the community and 
making sure people are supported, educated and understood. 
 
Clara shared that she is more sympathetic toward others because of her own challenges. 
“I feel like I have had my own shares of struggles in my life and I think I am a little more 
sensitive to other people’s struggles; especially people of color.” She expressed the sense 
of responsibility she feels in her leadership roles. She often has felt compelled to enter or 
remain in challenging leadership roles because she perceived that her presence would 
benefit her community.  
Clara comes across as an extremely driven person who does not get sidetracked 
easily. She focused on how her upbringing ignites that drive.   
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Growing up I always did what I did for my parents because they always said, 
“Well, we’re here and you get to go to school and that’s all you have to do and 
we’re going to work – all we want you to do is focus on school and have a better 
life than we have and a better life than we could give you.” And so, I feel like that 
always in the back of my mind, every day I went to school, I always wanted to get 
really good grades. I did every assignment I could and did all the extra credit and 
was super involved because I really wanted to make a presence in school. Going 
to college, I felt the same way – I just wanted to make a presence and graduate 
and get a job and just keep having a presence everywhere because my parents 
fought for me to be here in America and so I wanted to make sure that I did 
everything I could as an American.  
 
Clara discussed her responsibility to pay it forward:  
I think because of my family history I feel like I have a responsibility to pay it 
forward. I have a responsibility to support other Latinas. Of course, I have a 
responsibility to support people and women in general but that is very close to my 
heart-to support Latinas. And to find leadership opportunities when they are 
available and to be mindful to always represent my community in a positive 
manner. 
 
When I asked Clara what personal characteristics helped her achieve her 
leadership and career goals, she quickly responded: “Probably my charisma, I feel like 
that helps me make bonds with people. I easily make connections with everyone, and I 
feel like I don’t want to let them down and I want to take care of them. It makes me want 
to do more for the community and for everyone around me.” Clara also stressed the 
importance of honoring and respecting others. She attributed this to her cultural 
upbringing and described how her parents had modeled this for her during their 
childhood. She said: 
Growing up, I was taught to respect authority, and to remember my place. There 
are a lot of times when my managers will ask me to do something that I find 
really trivial or annoying and I just have to hold back what I want to say because I 
respect them – they're older than me so . . . like that respect your elders kind of 
thing that always gets me, because I don’t know how to bring up, “Oh, I don’t 
think we should do this,” without it seeming disrespectful.  I feel like that is how I 
was raised – if you want to point out a mistake or something, your parents will be 
like, “Whoa, whoa, whoa – watch who you’re talking to, respetame por favor.”  
And so, I just grew up with that and being at work and working with people that 
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are older than me is difficult at times because you just want to challenge them… 
yet, I can’t because of the way that I was raised, and I don’t ever want to be 
disrespectful or be labeled as that.  
 
Clara values being respected by others, particularly authority figures. With regard 
to her parents, she indicated that it was expected that she shows a sense of respect and 
duty. Consequently, Clara believes respect is earned by how one treats others rather than 
status or accomplishments. She went on to say: 
I think that a lot of what we’re taught as Latinas is a sense of . . . not 
complacency, but you just don’t say anything. You’re at this job, so just work and 
do what you’re supposed to do and that’s it. I do not feel comfortable challenging 
my superiors. I just feel like I don’t have power because I am so scared to be 
disrespectful. But, realistically, other co-workers, white co-workers, have no 
problem challenging ideas so it just doesn’t make sense why I feel like that, but 
then when you’re in that situation you kind of freeze and you’re like I don’t even 
know what to do so I’m just going to go along with what is expected of me. 
 
 We discussed her leadership in relation to her gender. She believes there are 
gender stereotypes for women, which are more noticeable in male dominated fields such 
as her own compliance role in the banking industry. She said, “I feel like many times, 
especially in the business world, people will just prefer men, in general.” She works in a 
male dominated department where discrimination and gender stereotypes create 
challenges for women. She has seen cases where assertive women leaders are criticized 
for not being nurturing, and when they are kind and nurturing, they are seen as weak. 
Clara described how being raised in a home with clearly defined gender roles directly 
impacted how she leads and supports others. She affirms: 
Both my mom and dad were very chauvinistic. My mom was constantly asking 
me to take care of my siblings. So, I think that my leadership style is really 
affected by that. In the Latinx community there’s a lot of sexism- even among 
female parents. So, I think it gave me a very unique understanding of just what 
it’s like to not have that support behind you and to really encourage others…I 
didn’t have parents or siblings that even know about this professional world. I 
really don’t have that. So, for me, I think it’s really affected how I treat others.  
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Clara discussed how growing up with the expectation that she must be submissive and 
serve men shows up at times when she is working with men. She explained: 
I think that now looking back at it, it makes me laugh because I feel like I treat 
my male coworkers like my mom would treat my dad – you know, they ask for 
something and I’m like, “Oh, yeah, here you go.”  I just obey what they say and 
what they want from me. Just the other day I was sitting and there’s another co-
worker, and she’s Sri Lankan, so me and her were sitting at a table and there was 
a white board behind us, and the manager said, “Oh, I wish there was a white 
board in this room,” and we were both like, “Oh, there’s one right there,” and we 
just moved our chairs and opened it up for him when he was very capable of 
doing it himself. . . . It was just kind of weird – I wondered would I take these 
considerations for everyone? . . .  I just felt like that was something that my mom 
would do, and yet I find myself acting in this compliant way. 
 
Clara is aware of marianismo and how it has played out in her leadership and work life. 
She provided this example:  
I was working with a guy and we were conducting an audit. There was this 
process that the client was doing wrong, the business line was doing wrong, so I 
pointed it out to him. He’s the same level as me and he just took over and 
scheduled a bunch of meetings and got it all processed and noticed, and he just 
took all the credit for it! I had been working on that project for a while and I was 
the one that found it, but he just took it on and just did all the meetings and got all 
the credit for it. I didn’t say anything, which obviously means . . . well, it doesn’t 
mean I was fine with it, but my actions reflected that I was fine with it. I think that 
a lot of the times that happens and I let people taking credit and I just kind of let it 
go because . . . I don’t know, it’s just out of habit, I think. There’s a lot of times 
where I should speak up. I know this behavior sets me back.  
 
Clara once again traces this expectation of compliance and submissiveness to the way she 
was raised. Growing up, she shared that in her household, girls faced different 
expectations from boys. She very emotionally shared this anecdote: 
My brother has no curfew and can come home whenever; my parents never call 
him.  When I started driving and going out, or when I first got my boyfriend, they 
would call me at 10pm, “Where are you? You have to be home.”  I was already 
22, so it just doesn’t make sense.  But then, for my brother, they never care or ask 
– and he can stay out all night. If he says a bad word or whatever around the 
house, growing up – my mom would not have that from me or my sister. My 
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sister and I go on and on about my brother to my mom because just the way that 
he is and the way that they treat him. My mom literally does everything for him – 
he doesn’t even know how to wash clothes. There has always been a double 
standard on what is expected of my sister and me. In Latino homes, the guys get 
preferential treatment. I see myself doing this at work with my male co-
workers…. 
 
Clara shared that it is hard for her family to understand what she does at work and 
how she tries to advance her professional career. They see no value in her spending time 
networking and connecting with her peers after work. Her parents will ask: “Why are you 
going after work for drinks? You shouldn’t even be drinking.” Clara says that perhaps if 
her parents had gone to school or college or had more professional jobs, they would 
understand networking. Clara is the first person in her family to obtain a college 
education. She believes that at times this has caused a lack of understanding from her 
parents and family. She explained: 
They don’t understand some of the things that people do at their jobs.  Also, the 
salary – that's a whole big discussion, they just feel like I make so much money 
now and so they’re always asking, “Do you have money to give me?  I’m going to 
go to the mall, but I don’t have any.” Things like that and I’m always feel . . . I 
can’t say no because they’re my parents and they’ve done a lot more for me, so I 
feel obligated to give them money. Stuff like that that makes me feel like my 
parents just don’t really understand.  We think so differently, because for them 
it’s always the familia, the familia, the familia – and for me, I think since I’m 
more Americanized, the individualism, how about me….  It’s a balance between 
both. Obviously, I care about my family and I do provide for them when I can, but 
I’m not like, “My salary is for you guys only,” because I have to think about 
moving out and having my own family and things like that. Whereas them, they 
just didn’t think about it and just did it and then started providing for the family 
when they had it, but I don’t know how to . . . doing that scares me, I want to be 
prepared for it financially. So, yeah, that’s a struggle that I have right now – 
familia versus individualism.  
 
Even though her family does not fully understand her job, Clara shares how proud they 
are of her accomplishments. She says they have celebrated each of her milestones, like 
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when she graduated high school and everyone in her community and church performed a 
blessing for her to go off to college. Clara said:  
I just feel like I was a big influence on a lot of people – even my siblings too. It 
just made both my brother and sister want to go to college, even if it was just 
community college. I told them, “You don’t have to go to a four-year to be 
successful, you just need your college education, your college degree.” My 
brother’s friends too, they just look up to me a lot and I try to kind of push them 
to go to college.  
 
Clara does not see her Latina identity as a barrier and takes pride in being a Latina 
but thinks that maybe others do not think the same way. She explained: 
Regretfully you don’t see women of color in upper management and leadership 
positions at the bank. You don’t really see them, in general. There is article that I 
read about 50 Women in Leadership and out of the 50 only four were women of 
color and out of the four it was just one Latina.  And so, that’s just the reality of it, 
which is unfortunate. Demographically, Latinas are the future, but right now I just 
feel like we get shot down so many times everywhere – not just at my place of 
employment. I don’t know if it’s the way that we are, we Latinas just take stuff 
and don’t really push back, but I feel like I’ve always just been really proud and 
used that to my advantage that I’m a Latina and I’m bilingual and I can do this. 
Yet, there’s always other people in power that always push you back. I don’t think 
necessarily for me being a Latina has been a barrier, maybe not yet…. 
 
Clara recognizes that as a leader, it has been difficult to raise awareness and highlight the 
importance of Hispanics and Latinos in the United States. She has experienced a lack of 
support from her employer. She feels that in the United States, when it comes to 
resources and support, diversity means African Americans first, and that the Latino 
community comes after the LGBTQ community and veterans.    
Clara attended college on a full scholarship without a backup plan, so she did not 
have the option of failing or dropping out. She always felt that she “was paving the way 
for herself and her siblings who were watching her.” At times during college, she 
struggled with self-confidence, and she said that “being a Latina in a predominantly white 
institution can feel lonely and challenging.” Both Clara’s experience as a leader of Latino 
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groups in college and the ongoing support of her family brings her a sense of pride and 
has helped her fully embrace her Latina identity. Her college experience taught her that 
education is a door to opportunity. Clara sees her Latinidad as an asset to her leadership 
and career: 
I think not just because of my background and my experiences, but because of 
where I came from and what I have gone through; it does influence my 
leadership. You know I am a first-generation college student. I am the daughter of 
immigrants. My identity influences my decisions, it’s so integrated in terms of 
who I am.  
 
Clara views her Latina identity with pride, she is proud of her persistence, having found 
her voice, and having developed her leadership skills. She ended our plática by sharing 
the following:   
My identity is my central part of me. It also has influenced and motivated me to 
become a leader, so it’s who I am…Being a Latina that informs my leadership. 
Being a Latina helps me as well because we come from a collectivist culture, 
relying on one another to get things done is part of our way of life and survival 
and how we thrive in our community. And so that also informs my leadership. 
 
Clara shared her desire to give back to others as so many had done for her along the way. 
She appreciated that people saw potential in her even when she did not. She thanked me 
for the opportunity to share her story, and indicted that she hopes these pláticas can be 
used to assist other Latinas on their leadership journeys.  
Marcela 
El que la sigue la consigue. [The person who persists, is the person who will achieve it.] 
Marcela identifies as a Latina who was born in Medellin, Colombia in South 
America, where she lived until she was 11. At that age, she moved to the United States 
with her parents, and when she started school there, her Latina identity became more 
salient. Marcela noted:  
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I don’t think I ever identified as a Latina in Colombia. I don’t think that there is 
really these groups or categories that you identified with. I would say that in 
Colombia it’s a little bit more about the region that you’re from. So, before you’re 
Colombian you’re from Antioquia, so I’m Antioqueña. That was this really big 
piece of being from where you are, it’s regional. As a Latina, in an American 
school, I started to notice that I didn’t look like everybody else, therefore I’m 
different, so what is my different?   
 
While in Colombia she looked, sounded, acted like everyone else, in the U.S., she was an 
“other” and by default, acquired her Latina identity, which she continues to explore. 
Marcela reflected:  
I think that the fact that I am fluent in Spanish, that I continue to practice a lot of 
our Latino traditions and cultural pieces, the fact that I never lost Spanish and that 
our parents never allowed us to do that, have been part of the journey of 
understanding that I have this identity that not everybody has and that my story, 
when it connects to my experiences with my parents or the ways that I grew up or 
the ways that we lived, are different than most of the people that I meet or the 
people I interact with. 
 
While Marcela identifies as a Latina, she also very deeply identifies as an 
immigrant. She sees differences between Latinas born in the U.S. of immigrant parents or 
parents who have been in the country a few years and Latinas who have lived in a Latin 
American country. Marcela said, “I think your roots are a little bit different there, versus 
from when you are from the US, even if we are all Latinos.” The majority of her family is 
still in Colombia, and only her nuclear family resides in the U.S. Marcela feels that a 
deep-rooted piece of herself will always live in Colombia, even though she has been at 
“home” in the U.S. for a longer period than her time in Colombia. 
I started the interview by asking Marcela to share her thoughts on how she defines 
her leadership. She contemplated for a few minutes and then provided the following: 
There's a phrase in Spanish “echada pa’late”, it means "to do something to 
success", so when you say someone is "echada pa’lante" it means they are 
successful people, who never stops working and trying. That is my leadership 
brand.  I think that's a very Colombian/Latina trait. It is this kind of sentence that 
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is always on your mind. You always move forward, and you don't stop or dwell 
back to what could've been. That directiveness and this “echada pa’ lante” is a 
big piece of culture shaping Latina leadership in general. This describes my 
leadership, driven and direct. I’m an achiever who likes to get things done, but 
I’m also an achiever that likes bringing people along.  
 
She went on to explain how she sees her leadership as “bringing people along:” 
I am always thinking of others around. Keeping “mi gente” in mi mind. In our 
culture, relationships are critical, working together, collaboration, and coming 
together for a common good. I learned that from my grandmother, family always 
comes first. I operate more with relationship than tasks, is important for me to 
take the time to develop these personal relationships. A significant part of my 
leadership is related to interpersonal relationships. Relationships are important to 
Latinas, I know they are very important to me. 
 
As a leader, Marcela appears to be very hands-on with her students and staff. She 
believes leadership is about having a vision and the strategy to make it happen. To 
Marcela, leadership is about transforming lives and serving others.    
I work very hard to make sure that those I work with feel empowered to learn, to 
ask the questions.  I care for my team members on a personal level. I know their 
stories. I think that has to do with how I have seen myself in students and how I 
hope they see themselves in me – I want to be that person that provides the 
support.  I think this comes, from my family upbringing. My leadership is very 
family-like and it’s also professional and it’s also holding people accountable. 
 
Marcela’s experiences have shaped who she is as a leader. Events in her life have 
provided the foundation for her leadership approach. 
Buy-in, inclusion is important for me as a leader. It has to do with how I was 
raised. Is my lived experience. My teams are like my family. I think they are my 
community, it connects me to them, and your team is like your tribe. I was 
listening to NPR yesterday, it talked about how the Twin Cities has a really great 
rate of bringing people of color to the Twin Cities, specifically employers, but 
they are horrible at retaining people of color. People of color come and work here 
for six months and then they leave super quickly. This woman was talking about 
the inclusion piece of employment that employers need to make or do really good 
job of connecting people to other people of color at work, to communities. So, I 
ask myself, how do you make this kind of nest? This is where I think that often 
times, the way my Latina leadership shows up differently than other people, we 
are more team driven and less person driven.  Is more communal, less of a 
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pyramid. It's not like, I'm going to tell you what to do, and then you do it. It is 
more of, I’m going to do it with you, because as Latina we flatten the structure, 
we work alongside with others, is more community-based. We are all in this 
together. 
 
She takes seriously her responsibilities as a leader and is extremely thankful for the 
opportunity she has been given to lead. She expressed that being a leader is about having 
a voice at the table and having the ability to make changes for the better. 
When asked how her Latina identify defines or shapes her leadership, Marcela 
expressed that being a Latina has helped her connect with others on many different levels 
and plays a vital role in the way she leads. As a leader, Marcela believes in being 
authentic. Authenticity builds a united team environment and grows a level of trust with 
staff and students. If her staff and students trust her, says Marcela, there is support to 
make things happen. Her authentic Latina identity profoundly impacts how she views 
herself: 
I think my identity as a Latina has guided me in a way that allows me to have 
experiences that others don't have or haven't had.  I've had in the back of my head, 
this idea of my parents saying “oh, as a Latina you need to work three times as 
hard,” also at the same when learning a new language, you do have to work three 
times as hard. In having to immigrate to this country, and working hard to fit in, I 
always feel I have to work hard. I also think about what it looks like to have to 
stand up for yourself, to how fit in, and blend two different languages and 
cultures. I think all of those things come from the fact that I am an immigrant, that 
I am a Latina that I am I a bilingual individual, and all those things are 
experiences that make me a different leader than most. 
 
 As she talked about her Latina identity and how it reflects on her leadership, 
Marcela referred several times to her upbringing and the influence her family has on the 
way she leads: 
I think many of my leadership actions come from home. When I think about my 
parents and my grandparents and how they were leaders in their own industries in 
Colombia, I see their influence in me. I see a passion for wanting to get things 
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done. It comes from my mother, who is a very action-oriented person. She is also 
very thorough and dedicated, I know I learned that part of me from her. 
 
Marcela reflects on how being a Latina never leaves you, and is grounded in experiences 
that are different than those of non-Latinos:   
I think there is a space of in the back of my head on how I show up differently 
than most people, that idea of the hard work and that idea of being connected and 
family driven, and that idea of giving people a space to feel where they belong 
and they’re welcome. I don’t think that that could be the same if I didn’t have a 
Latina identity.  
 
Marcela believes that being viewed as “direct and confrontational” comes with being 
labeled a “Latina leader.” She sees how sometimes some people think of her as “bossy 
and very direct” instead of viewing her as “goal and task driven.” The stereotype of 
Latinas as louder and bolder dominates the narrative whenever she displays bravery and 
assertiveness.  
I don't like to beat around the bush. It's in my opinion and in my experience 
Latina women don't do the hand holding thing of saying: “Oh is going to be ok,” 
but rather we are direct; here it is, (the issue, problem) now we move forward 
from here. If there is a problem, we do not dwell on it, instead we go directly into 
looking at ways of how we solve it. Once again being "echada pa’lante" it means 
never stops working and trying. I think that's very Colombian/Latina way. It is 
this kind of sentence that is always on your mind. You always move forward, and 
you don't stop or dwell back to what could've been. That directiveness and this 
“echada pa’ lante” is a big piece of culture shaping Latina leadership in general. 
Comes off as direct, but gets the job done. 
 
Marcela’s narrative revolves around connection and belonging. She has a strong desire to 
make sure everyone feels included and credits these values to her culture. She offered the 
following: “I see that my leadership comes from home, really from when you were little 
and from within, from my culture, but really it's driven by all of the experiences that 
you've been given and provided, experiences grounded on my Latinidad.” Marcela went 
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on to share how that culture and family expectation can at times create tension and 
barriers when having to make decisions about career and leadership: 
I think in Latina leadership, here in the United States, my identity drives and 
moves me forward. Yet, I must not forget my family and the expectations they 
have of me. I'm a very ambitious person, but I was always taught my family 
comes first. The fact that sometimes I pick work over family time, is a problem. 
That's a battle you not only fight outside your culture, but inside your culture. Is 
hard for my parents to understand that I will work nights and weekends and will 
have to skip family gatherings. I think when I have children, the pressure will be 
worse. I am not sure if I will be supported by my family, when I decide to work 
and send my children to day care. Expectations are that you put family first. 
 
Marcela continued by stressing the importance of having diverse representation in 
leadership positions, reflecting the populations that are served. We ended our plática with 
the following observation: 
I think diverse representation in leadership is important, because people make 
decisions based on their worldviews. And worldviews are very much shaped by 
how you grew up. And that's why I think it's important to have a diversity of 
worldviews at the table. I bring forward the voice of the Latino community. 
 
On a team, being a Latina leader shows up for Marcela in her careful connecting to 
everyone and doing so with simpatía,  
When working with a team, I make a point of getting to know everyone. I have 
been in this country for 15 years and I can be concise, I can get to the point. But I 
also have that Latino warmth and if I see that you are having a bad day, I'll go and 
hug you, personal relationships at work matter to me. I will take the time to talk to 
people in person vs emailing them. Having personal connections matter to me. 
Latinas know how to build a nest. We create close teams and treat them as our 
families. 
 
When it comes to working with others who have titles or are supervisors, Marcela 
acknowledges that she prefers to work within a flatter hierarchy: 
I’ve never cared. I’ve never cared that people have a title. I have a lot of respect 
for titles and I have a lot of respect for the people that have come before me and 
done the work and sewn so much of the field and the seeds, but at the same time – 
they're people. My dad, in particular, has always had this saying and it’s. “caga el 
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rey, caga el papa, de cagar nadie se escapa” which essentially means that 
everybody takes a shit at one point or another in their life and for better or for 
worse, that’s how I look at people. We are all, at the end of the day, basic human 
beings that have needs and each of us have pressure points and each of us have 
goals and each of us have somebody on top of you pressuring you for something 
else. 
 
She says that these feeling of equality at work were not practiced when she was growing 
up. In her family her grandfather and father were always the first to be served. She thinks 
that created reverence for men. She added: 
 I remember my grandmother would make sancocho and the best piece of the 
chicken was always set aside for my grandfather – we could not have the chicken 
breast because that was his. So there’s a level of service or being beneath that 
kind of seeps in, but then I think, also, growing up and being raised in the United 
States has given me this view of, in a way, feminism and a way of I don’t really 
care that you’re a man, you have the ability to do laundry just as much as I do.  
So, I think it’s both and, but sometimes, every now and then, it’s like that seeps 
in…… 
Marcela tied some of this servitude and reverence for men to marianismo. She reflected 
on how often she has placed men on some “kind of on a pedestal.” 
I had an experience, with a director who I previously worked under and I moved 
to a different job, I had seen him as a mentor and a partner. I called him as I was 
being offered a new position and I said, “Should I ask for more money?” And he 
said to me, “No, you never ask for more money.” He said to me, “You put your 
head down, you work hard and then in a year you ask for more money.” It was in 
that moment where I really reflected how I’m still asking you a man for 
permission to do something that internally I know I should be doing. I already 
know that Latinas are often the lowest paid individuals in most jobs so why 
wouldn’t I ask for more money if I’m getting a promotion? In that moment I knew 
I had internalized my marianismo, and it was getting in the way of my career 
goals. I think that marianismo seeps in different pieces: who you listen to and 
who you don’t listen to and how you ask for opinions. At times I do not realize it, 
but it is always there. 
Marcela also observed that marianismo is sometimes about the messages you get as a 
Latina woman. She thinks Latino women are often socialized to be pleasant and quiet, 
pure and chaste, pretty and helpful.  
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I really see it, as a first-generation Latina, having immigrant parents who might 
have frequently seemed stuck in the past while the mothers of my white friends 
were sometimes way more, “liberated.” When I look at my parents, I think if I had 
said I wanted to be a park ranger, my parents would've been like no, that is a 
dangerous profession, and you are not going to be in the wilderness alone. Instead 
my parents guided me towards teaching and education which fit my gender role. I 
think that there's pieces of that gender related expectations. 
These expectation of being a “good girl” and not rocking the boat align with marianismo. 
Marcela shared: 
 I grew up afraid to get into any trouble, even if it was for a good cause. In high 
school here in the US, I started getting really involved in diversity and inclusion 
work. I attended a camp that was very specific in teaching young people about 
identity. We learned to look at ourselves and how you connect with in the 
community. I came home with several different views, and I started challenging 
my dad.  I thought, you know, why can’t my dad can get off the table and go get 
his own food? Or you know, you don't have to serve him. My parents saw this 
questioning as rebelling. They wondered why I was being disrespectful. My 
mother was very concerned. My identity as a Latina daughter was not encouraged 
to question male figures. Strong feminists, outspoken queer Latinas, mujeres who 
do work that has been historically done by men, sexual women…these are the 
people that your parents and marianismo doesn’t want you to know, much less act 
like. There was definitely gender and marianismo messages when I was growing 
up. 
Marcela thinks there are pieces of marianismo that affect how one comes in to their 
leadership role. When she leads there is always inner questioning. She wonders how she 
is perceived and how she comes across to others. She quietly said: 
I often ask myself, how do I not lose my voice? I ask, because the way that you 
are categorize as a Latina and are put into a box. As a Latina that is expressing 
herself, I find that often you are put aside and easily ignored, because that's how 
people see you. The messages that you received when you are young is to be 
respectful, watch your tone, do not argue, get along. Be a “dama” a lady. 
Whether intentionally or not, these messages do shape my behavior at work. In 
one hand I want to comply and be seen as easy to get along, in the other hand I 
feel I need to speak up. There is a constant pull for complying, to be “perfect” 
Yet, I know we don’t need to be chaste and holy and I certainly don’t need 
martyrdom or need to keep quiet. 
When working with male team members, she sees that she might change her behavior 
and at times will “cover male asses more than for a female ass.” She will do whatever it 
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takes to make her team succeed. She knows that offering servitude to men in the group is 
not right, and is consciously working on letting go of this marianismo influence.  
I have worked in male dominated setting, working with clergy, priests. I have to 
remember to not become subservient, to not comply with cultural expectations of 
accepting decision made by males in the group. Specially working with the 
Catholic clergy, I have to always make sure that I am not quietly doing the work; 
I have learned to be more assertive and exert my voice and leadership, it is easy to 
fall back and let machismo-accepting habits live on. 
Marcela does not see her Latina identity as a barrier to her leadership practices. She 
believes that she is affected by the deficits and stereotypes that women of color face. She 
explained: 
I think about the imposter syndrome and that thought that I think mostly people of 
color have of, “Did I get this job just because you were meeting a quota?” I think 
sometimes that’s a hard reality for people. I remember when I was in my cohort at 
graduate school, I was the first person in my cohort to get a job. I came back to 
class that week and I was like, “Oh, I got a job,” and I was so excited and one of 
the white girls said to me, “Well, it’s because you’re Latina.” I think sometimes 
that gets to you just a little bit and there’s always a little bit of like, “Ahh, did I 
get it for that?” And then you look at your life and you’re like, “No, I got it 
because of all these other things – Latina was just the cherry on top!  Here’s all 
these other layers that I bring to life and I bring to work, and I bring to people. 
The fact that my English is not perfect, my accent comes out every now and then 
and I can't think of the right English word every so often, are small deficits. I see 
my Latina identity as a strength. 
 
Marcela reflects that as a Latina she has faced obstacles. There are always assumptions 
related to language proficiency, immigration status, and multiple stereotypes associated 
with Latinas. Yet, Marcela thinks that her larger hurdle comes from the perception that 
when a Latina speaks up, she is an “angry woman of color.” 
My biggest barrier has always been in watching my outspokenness and coming 
into a team and been very “tasteless” the word that comes to mind in Spanish is 
“simple.” In our culture that would mean, you don't have enough salt, no flavor. 
“Tú sí que eres simple,” you are not bringing in your flavor. I have always been 
very mindful and cautious of that. I ask myself, what's too much flavor? And 
therefore, is there at times too much of me?  When I started my first professional 
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job, I was really in my opinion very quiet. Then in my second and third year, I 
was a lot louder, more outspoken, and I kind of stopped caring what others 
thought or viewed me. Whether I was going to be “too much” for other people. I 
remember one day someone said: “you don't have a filter today.” I thought, when 
you say “that you don't have a filter today” that means to me that you don't 
actually know who I am. Because, it's not about me having a filter, it's about me 
bringing my whole self to work, and this is what that looks like, and sounds like, 
when I do. I don't think sometimes people are ready for that, so I think that has 
been I a barrier that I put on myself. This idea that if I am truly myself, people 
around me will not be able to handle it, or they won't like it. I believe that as 
Latina you are constantly editing how you present to others. 
Marcela sees herself as someone who contributes to her community. She feels a 
responsibility to give back to others. She is aware that as an educated Latina, she is often 
a role model to other Latinas. In closing our plática, she was asked to provide advice to 
Latinas aspiring to move up their careers to leadership positions:  
I think one of my biggest pieces is be bold and the fact that bold is not bad. 
Sometimes that bold is a stereotype of, “Ahh, you’re such a Latina,” and people 
oftentimes will try to suppress you. Be careful, it’s easier to suppress your 
identity, tu voz, than it is to educate people around you, to the fact that boldness 
comes within you. But I think that boldness makes us way bigger of an asset to 
any organization or company than being these kind of shriveling pieces that don’t 
actually speak up. So, I think for me, my biggest piece of advice is in owning 
your identity and owning your experiences and upbringing and family relations. 
Be true to yourself as you show up at work. Just remember, showing up – 
oftentimes means you have to be the educator of your Latinidad to others.  
Summary 
Chapter four presented narratives gathered from five Latina leaders. It 
summarized the leadership reflections of each woman. As they recounted their stories, 
these women shed light on how they navigated their leadership practices, barriers they 
experienced, and the essential role played by their support networks. Their experiences 
allowed them to understand, connect, and grow in their leadership. Restorying was used 
to convey participants’ experiences and their quotes were heavily used to allow readers to 
hear each participant’s story in their own words (Connelly & Clandinin, 1990). 
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Chapter five provides a summary of findings, recommendations for leaders, 
implications for inclusive leadership practice, future research recommendation, and a 
conclusion of the study. 
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Chapter V 
Discussion, Implications, and Conclusions 
This narrative inquiry explores the personal and professional experiences of 
Latina leaders. By way of pláticas, this study provides a platform for Latina leaders to 
share their lived experiences alongside their leadership practices. To shed light on their 
experiences, challenges, and struggles, this researcher drew from five individual 
interviews with Latina leaders to answer three overarching research questions: 
1. What are the experiences of Latina leaders and what is the role of cultural 
scripts in their leadership?  
2. What are some commonalities and differences among Latina leaders when 
they apply their cultural scripts?  
3. How have cultural scripts promoted or hindered Latina leaders? 
 
This chapter presents a summary of shared elements in the stories of Latina 
leaders to highlight commonalities. These collective voices provide an overview of the 
experiences of Latina leaders and offer insights on how their Latina identity shapes their 
leadership practices. Additionally, these narratives unearth the common threads that link 
these Latina leaders: the multi-layered dimensions of their Latinidad, the challenges 
navigating two cultures, and a desire to validate a strong positive Latino identity. 
Recommendations for Latina leaders, practice, and further research are offered. Overall, 
conclusions and implications were derived from findings related to each research 
question. 
Findings and Themes 
In this section I describe the prominent themes that emerged from my analysis of 
interview transcripts, identifying the particular Latino cultural scripts that inform the 
leadership of Latinas: familismo, machismo y marianismo, personalismo, colectivismo, 
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respeto, and simpatía. Second, I discuss commonalities and differences among Latina 
leaders when they apply their cultural scripts to their leadership practices. In particular, 
the marianismo script produces shared understandings and differences among Latina 
leaders in this study. Finally, I share how cultural scripts promote or hinder these Latina 
leaders by presenting their personal reflections.   
Pláticas with participants reveal six common shared Latino cultural scripts that 
inform their leadership : (a) “familismo,” or the importance of close, protective, and 
extended family relationships; (b) “marianismo,” or gender roles according to which 
women are expected to be selfless, self-sacrificing, and nurturing; (c) “personalismo,” or 
creating personal and meaningful relationships; (d) “colectivismo,” the importance of 
belonging to a group and recognizing the needs of that group; (e) “respeto,” or high 
regard granted to persons because of their formal authority, age, or social power; and (f) 
“simpatía” or promoting pleasant interactions and positive relationships, while avoiding 
conflict and disharmony. In contrast is the Anglo belief that conflict is necessary and 
inevitable, and that “you can’t please everybody all the time.” Table 2 provides a 
summary of the cultural scripts as illustrated by statements made by participants in their 
narratives. I expand on these experiences below. “Dichos” are used to represent each 
cultural script. These values are the glue holding together Latino culture. By reflecting on 
Hispanic “dichos” (idioms or sayings), cultural wisdom and common values become 
apparent (Bordas, 2007). 
Table 2 
Summary of Cultural Scripts by Statements  
Cultural Scripts Applicable Statements 
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Familismo  Family approval is critical to my 
decisions 
 I discuss my career with my 
family 
 I treat my peers as family 
members 
 It is important to have family 
atmosphere are work  
Marianismo  Are you sure you want to pursue 
all of this and put so much 
pressure on your family? 
 As a Latina “I can have it all” 
mindset 
 Not all men are natural-born 
leaders. Not all women are quiet, 
meek and mild. 
Personalismo  I operate more with relationship 
than tasks 
 I am convinced that as Latinas, 
we’re just really good at being 
relational 
 A significant part of my job 
satisfaction is related to 
interpersonal relationships 
Colectivismo  Enjoy working with everyone for 
a common goal 
 We are all in this together 
 “Juntos” I enjoy work more 
when working in a team with 
others 
Respeto  I value the experience of those 
who are older than me 
 I demonstrate significant degree 
of dutifulness (respeto) in all of 
my communications and 
interactions with my parents, the 
elderly, and individuals in 
professional positions 
 I treat my supervisors with 
respect 
 I feel automatic deference to 
authority 
Simpatía  Strive to maintain harmonious, 
positive relationships 
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 I place value on politeness and 
pleasantness in the face of stress 
 I place emphasis on courtesy, a 
positive attitude, and social 
comforts 
Familismo 
Amor de padre o madre, que lo demás es aire. [Love of father and mother, the rest is air.] 
Family provided the initial push for these women in providing a foundation of 
values, ethics, and behavior from which each developed her own leadership identity. The 
literature and previous research support the importance of family in the leadership 
identity development of women (Komives, 2011) as well as the general identity 
development of Hispanic women (Torres, 2003). The family message “You have the 
ability to be and do whatever you want,” was explicit in each woman’s story.  This 
message was reinforced by the family’s immigrant perspective. Daisi echoed this 
message: 
My mother, a Mexican immigrant, often said, “I believe that you can do whatever 
it is that you want to do.” I think that’s something that has always stuck with me. 
Work hard, and sooner or later you’ll get what you want. ... Only you can decide 
what’s going to happen.  
 
Familial messages become drivers of career and leadership paths, as described by Raquel:  
The level of ambition, I think, is higher and for me, personally, it’s that I want to 
make my family proud. I don’t think my counterparts who are Minnesota born 
and raised have that mentality. But, for me, I have family back at home. I have 
cousins, I have tias, I have tios, extended family that always wants to know how 
I’m doing or what I’m doing and it’s this sense of I have to produce something for 
them. 
 
Nogales (2003) discusses Latino cultural norms in relation to the role of women 
in society. She sheds light on traditions instilled in Latinas, such as the idea they are 
responsible for taking care of the home and family. “Although Latinas are beginning to 
assume positions of power around the world, Latino culture continues to be ambivalent 
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about the essential value of women” (p. 16). Marcela shared how family expectations 
influence her leadership and work life: 
I'm a very ambitious person, but I was always taught by my family that la familia, 
no matter what siempre viene primero “always” comes first. The fact that 
sometimes I pick work over family time is a problem. That's a battle you not only 
fight outside your culture, but inside your culture.   
 
Raquel recalls her grandmother saying: “Los hijos son la riqueza del pobre” or 
children are the wealth of the poor, which indicated how important family was, and how 
each child is cherished. The high value attached to being part of a family is one theme 
that came up under the familismo concept. Latina leaders reflected on their collective 
values and wellbeing as a family, rather than thinking individually and strategically about 
their own opportunities, an approach that is more in line with mainstream American 
culture (Hernandez & Lopez, 2004). These women often bring collectivism to their 
leadership practices, working with teams in a familial way. Statements such as “I treat 
people like family.” “I am very close to my team, I feel like they are my extended 
family.” “Group support and unity is important to me.” reflect how familismo influences 
their relationships as leaders.  
All five Latina leaders appreciated their family’s strong support. For Marcela and 
Priscila, family support was the most positive influence in their career advancement. 
They shared how as leaders having worked a long time with a group, they extend 
familismo to others, and often treat their workplace as an extension of family. For these 
women, family is an inclusive term. They relate to those around them as though they 
were family. These women believe that family takes priority over the individual, which 
influences their daily decision-making. It is the integration of familismo that supports a 
collectivist orientation, instead of an individualistic perspective that drives them to 
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include students, team members, and colleagues in their “family.” This extended family 
guides them in their daily interactions and leadership. 
For interview participants, strong family loyalties extend beyond the immediate 
nuclear family and include relatives and kinship networks, which then are extended to 
their leadership in professional settings. During our plática, Daisi shared the following: 
I think that my Latina culture has made me who I am today, it transcends every 
part of my life. I try to empower people, almost like you would try to empower 
your sister or your cousin when they’re going through a hard time. I think that 
because I am a Latina I truly care for people as if they were more than just my 
clients and coworkers that I work with. I try to be very compassionate and I try to 
empower the people that I work with. I know that it comes from my Latina 
identity and how I was raised. 
 
This personal responsibility to treat others as family was shared by all the Latinas. 
Feelings of loyalty, responsibility, and solidarity, part of the Latino notion of familismo, 
have been integrated into their leadership, Clara noted:  
I treat people like family. I think because I’m really caring, and my family is 
really caring. My mom and my aunts, just growing up I’ve always just wanted to 
care for the people around me. I feel like that really influences who I am and how 
I go about leading our Business Resource Group Nosotros or being a leader at the 
bank, or even being a leader in college. I did a lot of what I did because I cared 
about the community and making sure people were taken care of. 
 
Family’s influence on their worldview, and increased acceptance of others as a 
result of their stories, connects to the familismo script. For the three Latinas who paved 
the way, being the first in their families to attend college, gaining the privilege of a 
college education were unchartered territory for their families. They did not always have 
the guidance, familiarity with rules and guidelines, or support, but somehow managed to 
succeed. Every participant stated that professional success was important for them, yet 
each Latina declared that she would not sacrifice her family for a successful career. 
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As a Latina, the most important thing is that you are family first. So, I don’t know 
if in terms of choosing your career, keeping that in mind, how you hold yourself 
picking several positions, so many Americans would choose different positions 
and don’t worry too much about the family issues” (Clara). 
 
For interview participants, familismo was embraced and seen as a support and 
network of belonging, rather than an obstruction to their professional and leadership path. 
Priscilla’s story demonstrates how familismo is extended to others in the workplace: 
There is another immigrant in my team, and I would say my good work friend.  
He’s from Ukraine and we bond more because I think we understand each other a 
little bit more.  It’s just one of those things we seem to share, not feeling like 
you’re included with other people. I talk to him, spent time with him, take our 
little coffee break. Others do not actually do this relationship building at work.  
 
These Latinas’ stories reveal how family can come in many forms, not just blood 
relatives. All of the participants developed an effective and supportive familial like 
system at work. For some, this system offers a family away from home. In some cases, 
family is a combination of home and professional support. Each participant shared a 
desire to work in a close-knit group in a positive environment that was welcoming, and 
inclusion was the goal. 
Overall for these Latina leaders, familismo was seen as an asset and resource that 
allowed participants to see their families’ sacrifices and use them as motivators to success 
in the career paths. Also, familismo furnished a sense of pride in family traditions, and a 
cultural value that to bring to their professional lives as leaders. These women extended 
familismo to those they lead and is integral to how they work with their teams.  
Marianismo 
El consejo de la mujer es poco y el que no lo agarra es loco. [The advice of a woman is 
scarce, and he who does not heed it is crazy.] 
110 
 
 
Traditionally, Latinas have played the role of caregivers and passive beings in the 
family and society. In Latino culture, Latinas are expected to hold together their families 
and communities. This scenario is referred to as the “Marianismo Ideal” (Gil & Vazquez, 
1996; Holvino, 2008). Societal and cultural expectations can be especially challenging 
for Latinas who aspire to leadership positions due to conflicting values and expectations 
that become especially difficult to deal with when a potential Latina leader feels pressure 
to comply with cultural norms. 
The Marianismo Ideal was first introduced by Evelyn P. Stevens (1973) and 
highlighted by Dr. Rosa Gil and Dr. Carmen Inoa-Vazquez in their book The Maria 
Paradox (1997). The Marianismo Ideal has traditionally focused on Latinas as nurturing 
women who carry the responsibility of caring for others, including immediate and 
extended family, friends, fellow church members, and colleagues. Gil and Vazquez 
(1996) explain, “Marianismo is about sacred duty, self-sacrifice, and chastity. About 
dispensing care and pleasure, not receiving them” (p. 7). Marianismo is based on the 
concept that women are pure as the Virgin Mary was. This ideal, rooted in Catholicism, is 
widely practiced by Latinos. The expectation is that Latinas act as sacrificial beings. A 
Latina woman must take care of those around her. McGoldrick, Anderson, & Walsh, 
1989 note that the ‘sacrificial role’ of the Latina is rewarded and reinforced by society’s 
admiration. Some interview participants viewed marianismo and their sacrifices as a 
cultural value they hold dear. Clara explained:  
Growing up I was always expected to behave, do the right thing. My brother 
could do whatever he wanted after school. I had to come home, clean, take care of 
my little sister and study. Even now my family expects more from me and my 
sister. We are the ones that will have to take care of our parents, when they get 
old. I know that is my duty, this is what a good daughter does.  
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All participants saw the influence of marianismo in their leadership roles. 
Recognizing the role of gender and ethnic bias, Marcela asserts that women leaders ‘‘are 
often watched more closely than men, they must be more mindful than men leaders 
because any fallout is more critical.’’    
The values of marianismo include denying oneself and putting the needs of others 
first. Therefore, to capture marianismo values, women in this study were asked about 
their goals were and perceptions of their roles as women. They shared experiences of 
“taking care of the group,” “putting the needs of the group over mine,” and “ensuring that 
all are taken care of.” Raquel reflected: “When Latinas make it as leaders, they have to be 
not only the perfect employee, but also the perfect mother, daughter and wife, always 
under the unforgiving canons of marianismo. Pretty and perfect. Selfless and efficient…. 
all the time.” 
The marianismo script may also intersect with familismo, since “familismo is an 
allocentric cultural value that stresses attachments, reciprocity, and loyalty to family 
members beyond the boundaries of the nuclear family (Andrés-Hyman, Ortiz, Anez, Paris 
& Davidson, 2006). Daisi said: 
As a Latina I have to learn how to create a balance between the individual and the 
group, personal interests and loyalty to the family. I find it very hard to do. I think 
that’s something very common in our family because of our extended family are 
very important to us. So, a lot of the times we put their needs before our own 
because that’s the way we grew up. We grew up to always be able to extend our 
hand to our family, of always providing for our family and helping our family out. 
So, I guess, it’s a belief you always help out your family. 
  
While marianismo may have been an obstacle to the success of Latinas, this 
Latino value no longer has to be viewed as negative. Latinas today are embracing a 
modern marianismo (Gil & Vazquez, 1997) which embraces the Marianismo Ideal (of 
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being nurturing and caring) while breaking the barriers these characteristics previously 
presented (for Latinas). Raquel shared: 
I can tell you where people are misguided … I think sometimes because I am 
female and because I am Latina, they might think I’m going to be a pushover, and 
so that is hard on people who don’t understand my gender or my culture. I am 
fearless and will not be pushed around. 
 
Gil and Vazquez (1997) describe the positive characteristics of a marianista: 
loyalty, compassion, and generosity. All are features that all five participants described as 
part of their leadership style. Daisi demonstrated how she sees marianismo as a positive 
for her: 
I like to take care of people, there is a value in doing that. Why should I not be 
able to be seen as a caring individual? Taking care of others should not be seen as 
a weakness, but a strength that is when I think marianismo is good. I do not think 
that taking care of others is a weakness, I see it as a positive sign of my 
leadership.  
 
The majority of women in the study also stated that they felt comfortable 
expressing their feelings even if it meant possible disagreement. This is very significant 
since the value of communicating your feelings contradicts the marianismo value that a 
woman is passive and does not express her needs or feelings because she is expected to 
put other people and their feelings before her own. Raquel was quick to point out: 
I realize that in Latino culture, even though there is a lot of machismo, the 
families are always positioned around a matriarch. My abuelita was really in 
charge! She told everyone what to do. Now I see that even though I was told to be 
quiet, obedient, “comportate como una señorita”, my abuelita was the opposite of 
what I was told. As an adult I am finding my voice. I will call people out because 
I don't want to be that amicable person that gets walked all over.   
 
Study participants have a bi-cultural identity that integrates U.S. values and ideals 
such as individualism, competitiveness, and assertiveness in their leadership. In contrast, 
marianismo values are family-oriented and stress putting yourself last and others first, 
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and being passive. Since all participants were mainly raised and educated in the U.S., 
they have incorporated American values and beliefs into their leadership alongside the 
cultural values of their Latino heritage. For these bicultural Latinas, the marianismo 
script was described in terms of a Latina taking care of herself and making her 
responsibilities manageable, in contrast to the sacrificial expectations of marianismo. For 
example, one woman emphasized the need to “compromise” instead of “sacrifice,” while 
another discussed the need to make oneself happy, and yet another discussed being in 
balance with oneself. Aware of the importance of self-care, these women have set 
realistic expectations for themselves.  
While machismo, the masculine force that drives all male behavior to some extent 
(Andrade, 1992), may rear its head in the workplace, within marianismo, strong character 
is often overlooked. Canul (2003) goes further in describing today’s Latina woman as “an 
individual who speaks her voice, exchanges opinions, and is not submissive to a 
patriarchal system” (p. 172). Marcela, for example, spoke about not “being afraid to 
speak up,” while Daisi said, “I do not mind making people feel uncomfortable with what 
I say.” Priscilla shared an anecdote:  
I am not afraid to challenge others and speak up.  It’s funny because my team 
actually calls it my “alter ego.”  My alter ego “Maya” from my indigenous 
ancestors, sometimes comes out and is very feisty. My team actually calls me out 
on it. My tone can come through even via emails, where I challenge and demand 
from others. I can work hard, be patient and whatever, but the feisty comes out 
and so does my alter ego. 
 
To be considered successful in the workplace, Latinas must often exhibit traits 
that contradict characteristics embedded in the gender roles of marianismo. Traditional 
stereotypes reinforce the notion that the ideal Latina woman is dependent, self-
sacrificing, submissive, and humble, with little desire for autonomy or mobility. To break 
114 
 
 
the glass ceiling, women in the workplace must be ambitious, competitive, assertive, and 
willing to work long hours outside the home. Latinas are forced to battle between the 
external pressures in the workplace, and their own internalized pressure created by 
cultural roles (Gil & Vazquez, 1996). This dilemma was described by Marcela: 
I think in Latina leadership, here in the United States, my identity drives and 
moves me forward. Yet, I must not forget my family and the expectations they 
have of me. I'm a very ambitious person, but I was always taught my family 
comes first. The fact that sometimes I pick work over family time, is a problem. 
That's a battle you not only fight outside your culture, but inside your culture. Is 
hard for my parents to understand that I will work nights and weekends and will 
have to skip family gatherings. I think when I have children, the pressure will be 
worse. I am not sure if I will be supported by my family, when I decide to work 
and send my children to day care. Expectations are that you put family first.   
 
Considering efforts by Gil and Vazquez (1996) to help Latinas “merge old world 
traditions with new world self-esteem,” and help Latinas develop a new Marianista role 
that they described as “a competent, assertive, self-assured and empowered Latina, into la 
nueva marianista” (p. 15), it appears that participants in this study are in fact evolving the 
role of la nueva marianistas. These women are nurturers who relish the opportunity to 
take care of others, yet they unapologetically speak up and challenge cultural 
expectations.  
Personalismo 
Dime con quién andas y te diré quién eres. [Tell me the company you keep, and I’ll tell 
you who you are.]  
In practice, personalismo is an emphasis on politeness and courtesy and 
establishing a good rapport with someone — a personal connection — before getting 
down to business or the task at hand. However, personalismo is more than just making 
polite superficial conversation at the beginning of a meeting. Personalismo explores the 
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belief that every person has inherent value and must be treated with respect. While many 
cultures espouse this, for Latinos it is a real expectation, not just a cultural nicety. Latino 
interpersonal skills in life and at work emphasize the cultural belief of building personal 
relationships (Rodriguez, 2008). Personalismo prescribes that when working with others, 
we should establish personal, genuine, and caring relationships. Personalismo encourages 
the development of warm and friendly relationships, as opposed to impersonal or overly 
formal relationships. The Latino cultural script of personalismo supports a leadership 
style where close and trusting relations are valued, instead of relations based on 
instrumental and competitive gains. Marcela explained:  
I have been in this country for 20 years and I can be concise, I can get to the 
point. But I also have that Latino warmth and if I see that you are having a bad 
day, I'll go and hug you, personal relationship at work matter to me. I want to 
build relationships with those I work with.  
 
Daisi said candidly: “I try to make connections with people very quickly because I feel 
like that’s the best way that I can personally help people – is to make a connection with 
that person.”  
Building relationships is an additional strength these women possess. While the 
concept of building relationships and networks is not unique to Latinas, it does reinforce 
their cultural sense of personalismo (Canul, 2003). Capitalizing on opportunities to forge 
relationships with others was identified as a strength in their abilities to achieve their 
goals as leaders. Canul (2003) writes, “Even in our professional relationships, we tend to 
be people- rather than task oriented. A significant part of job satisfaction is related to 
interpersonal relationships … but for Latina/os, interactions with colleagues provide a 
sense of belonging and also make the task at hand more manageable and rewarding.” The 
essence of personalismo was captured by Raquel: 
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Relationships are everything.  I get to know people, ask about their family, I take 
time to stop and listen. To others it may seem like I am wasting time, or “kissing 
up to people” but I know that if I take the time to establish a relationship we will 
work better together.  It is all about building relationships. 
 
Participants expressed that a natural tendency to connect with others is an 
extension of their culture and part of their leadership. Latina leaders shared how 
personalismo impacted their work in the following statements: “Relationships I feel are 
really important … I operate more with relationships than tasks.” “As Latinos and 
Latinas, we’re just really good at being relational.” “I want to get to know you, develop a 
relationship, and then we can get to work.” 
Personalismo implies that leadership is derived from character and emphasizes 
honesty as a leadership trait. All five participants valued honesty and authenticity. 
Personalismo also acknowledges the basic worth and dignity of all people versus the 
cultural norm that respect is earned through achievement, status, and wealth. In Latino 
culture, the person garners respect by his or her humanity. Interviewees emphasized the 
influence of personalismo in their leadership style. To a Latina leader, personalismo 
means that in building a team, a leader focuses on relationships first. Clara discussed her 
familial and personal style of leadership and how her personal connections with her team 
make her approachable and accessible: 
When I walk into the room, I always know something about the people in the 
room—whether they have a partner or they have children, or their mother is ill or 
their daughter is having issues, I’ll start there and say, ‘so how’s your husband 
doing?’ or ‘how is graduate school going?’ I always try to connect with people on 
a personal level and then we do business. 
 
Historically, Latino culture was based on the oral tradition. Conversation, 
storytelling, and sharing personal experiences are highly regarded as ways of getting to 
know who a person really is (Bordas, 2013). Some Latina leaders talked about how they 
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would rather conduct business in person rather than on email. They prefer personally 
connecting with individuals while creating community. These women spoke to the 
importance of taking time to establish a good rapport with colleagues. They do so by 
sharing stories, communicating, and listening carefully. For participants, personalismo 
also builds confianza, or trust between you and the person you’re working with. Being 
“trustworthy” in mainstream U.S. culture often means little more than being honest and 
reliable. However, in Latino culture, having confianza implies a trust based largely on 
personal relationships and rapport, and the idea that a person “knows us” or “is one of us” 
outweighs credentials and professional accomplishments (Bordas, 2007). 
These Latina leaders placed high regard on Latino/a cultural values regarding 
community support and personalismo, where “closeness is expected, people are valued 
over things, and interpersonal characteristics are emphasized over individual 
achievements” (Antshel, 2002). Additionally, they looked for ways to capitalize on the 
strengths of personalismo such as honoring closeness and collective achievement and 
incorporating them into leadership practices. 
Colectivismo  
Apretados pero contentos. [The more the merrier]. 
Boatwright and Egidio (2003) found correlations between women’s 
connectedness and needs and aspirations of leadership and hypothesized that because 
women develop their identities within the context of connections with others and the 
changing paradigm of leadership theory, younger women may find congruence between 
developing connections and leadership roles. Therefore, it is not surprising that these 
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women articulated a desire to experience connections with others through meaningful 
leadership experiences. Clara shared: 
I can, and I will make some hard decisions, which may not always be supported 
by the team, but my preference is to identify where we need to go as a group and 
then help work with the team to make those things happen. I prefer to make 
collective decisions. 
 
Unlike cultures that emphasize individualism, Latinos emphasize the “we” in 
belonging and group benefits. This tradition is reflected in interviewees’ values of 
cooperation, mutual assistance, generosity, and a natural tendency toward inclusiveness. 
Raquel explained: 
In our culture, relationships are critical, working together, collaboration, and 
coming together for a common good. I learned that from my grandmother, you 
make an effort to always work well with others. While in Business School I 
learned how important shared leadership is across any organization. This is how I 
lead, I don’t make isolated decisions, I consult, ask questions, I work with others. 
 
Their ethnicity, in particular, the immigrant mentality to pay it forward to their 
community, also impacted these women’s leadership identity. Their trajectories have 
increased the value that they place in community. The women who were first- or second-
generation immigrants spoke of the sacrifices their families had made to come to the 
United States. As Marcela stated: 
I think that in the back of my mind, I always have it that my parents gave up 
everything and moved to a place that is so unfamiliar where they don’t know the 
language and they don’t have respaldo de la familia to give me this opportunity.  
So, I ask myself what I am going to do with this opportunity. How I am going to 
honor their sacrifice? 
 
They were thankful for their opportunities and had a strong desire to give back to those 
less fortunate than them. From a young age, paying it forward was instilled in them, and 
this message continued to resonate. They especially hoped to help other women and less 
fortunate Latinas. During our plática, Daisi said: 
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I think that because I grew up in communities helping each other and trying to 
figure things out, I really want to be that bridge or that light of hope for my 
community where I want to be one of those people who really makes an impact 
and helps families, just like my parents, succeed and gives them the information 
that they need to make the right decisions so that they can prosper, so that they 
can stay here, so that they can make it and live out their American dream.  So, for 
whatever reason, I’ve chosen this path, but I think regardless of what path I would 
have been passionate about serving and helping others. I see it as my duty to help 
my community. 
 
Colectivismo, or the importance of belonging to a group and recognizing the needs of that 
group shapes who these Latinas are as leaders. Interviewees agreed with Dickerson 
(2006) who found that Latino and black women leaders reported self-reliance, diligence, 
resourcefulness, and gamesmanship to navigate the system. They also used forms of 
collective leadership and shared responsibilities in ways that were consistent with their 
cultures. Priscila explained: 
It surprises me. I look at systems and controls at work, and value efficiency, yet as 
a leader I want to be inclusive and collaborative. I take the time to work with 
others, I listen to their questions, and always seek to provide answers. Most 
important I make sure that I bring everyone along when a decision needs to be 
made. 
 
The participants tapped and developed new social networks to find the support needed to 
navigate institutions that tended to replicate larger racial-ethnic and gender hierarchies in 
society. Clara becoming a leader of Nosotros Latinos offers a perfect example. She 
wanted to be part of the ERG leadership to give back to the Latino community and 
enhance the presence and impact of Latinos in her place of work.  
Pláticas revealed a shared value of colectivismo. In collectivist cultures, a leader’s 
authority comes from the group. Leaders are expected to reflect the group’s behavior and 
values. By listening and gathering people’s opinions, the leader integrates wisdom of the 
group. Discussing their leadership roles, the participants all described the importance of 
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shared leadership. They felt strongly about building a team and leading through a 
collective. Other studies on Latina leadership have described these types of leadership 
belief systems and styles (Bordas, 2013). Marcela noted: 
I like to empower others, to tap into what their purpose is. I’m a very good 
listener, and observer, I like to understand things and to try and harness support 
from groups before leading forward.  I try to run my department by embracing the 
shared responsibility we all have to our students. 
 
Respeto and Simpatía 
Honra a tus mayores y aprecia a los menores. [Honor your elders and appreciate your 
young.] 
For these Latina leaders, scripts of respeto and simpatía were often intertwined. 
All participants spoke to the importance of treating others amicably and with respect. For 
Latinos behaviors that are perceived as criticisms are interpreted as assaults on a person’s 
dignity and respect (Holvino, 2008). A Latino/a described as “simpatico” is someone who 
is likable and shows dignity and respect toward others (Triandis, Lisansky, & Betancourt, 
1984). Respeto as a cultural script and a Latino/a cultural practice defines the boundaries 
of closeness, even among equals, and encourages deferential behavior, including not 
questioning professionals and not admitting a lack of understanding or acceptance toward 
people with a higher social rank such as age, gender, authority, or position. By engaging 
in these cultural scripts, Latinos/as enjoy pleasant and mutually rewarding interactions 
and generate goodwill in others (Gloria, 1999). 
Respeto promotes “equality, empathy, and connection” in every relationship, even 
within hierarchical ones (Andrés-Hyman, et al., 2006). Respeto is also crucial in 
hierarchical relationships, for those at the top and bottom (Gloria, 1999). A supervisor 
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should show respeto for supervisees and vice versa.  Priscilla associated respeto to being 
deferential and at times submissive: 
Growing up in Mexico and the hierarchies that we are taught, they’re completely 
different from hierarchies here. So, for me, sometimes when I see upper 
management randomly unannounced come into the office I’ll automatically stand 
up and go and say hi. I laugh at myself, because we used to do that in elementary 
school when the principal would walk in the classroom. That hierarchy thing is 
still very engrained in me. I respect my supervisors, but also expect others to 
show that respect to me. They don’t have to get up when I come in the room, but I 
want to interact with others from a place of respect.  
 
Interviewees described attributes they had learned at home, such as treating every 
person with respect as though they were members of the extended family. Clara said, 
“Respeto is an essential way of demonstrating that one recognizes other people's value. 
Every person should be treated with dignity. I am very sensitive to anything that appears 
disrespectful, insulting or that can be taken as an expression of disdain.” For these 
women, respeto often aligned with their Latino culture, where a high-power distance 
culture accepts a hierarchical order in which everyone has a place, and nothing is ever 
questioned (Hofstede, 1991). 
Simpatía, or the Latino cultural script of promoting pleasant relationships and 
positive interactions, and avoiding conflict and disharmony, was shared by participants. 
Behaviorally, simpatía is demonstrated by proactively creating a highly personable 
atmosphere as an end in itself in professional settings (Triandis et al., 1984). Statements 
such as “I try to be nice, I try to gain people's trust, earn their trust, ” “I listen to people, I 
try not to judge anyone, and I try to be a person with patience, tolerable, and good 
character, ” “I like to help people more than anything,” showed the role of simpatía in the 
leadership of participants.  
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Leading by consensus and building harmony among teams was seen as valuable. 
Raquel shared:  
I do not like taking sides with people, what I do is I try to get both to see each 
other’s side, seeing different angles over a situation to come together instead of 
apart because I do not like to create rifts between people rather have them work 
together as one. 
 
The simpatía and respeto cultural scripts motivates these Latina leaders to engage in 
behaviors that promote pleasant, meaningful, and non-confrontational professional 
relationships. The Latinas interviewed reported how foundational these values are to 
achieving connectedness, cooperation, and mutual trust. 
Latinidad: Barriers and Advantages 
The findings indicated that there were many similarities between the five 
participants, but differences should also be noted. It is imperative to avoid stereotyping or 
labeling these women as a single group. Their individual experiences and particular 
voices remain integral to this study. 
All participants discussed the different experiences of Anglo co-workers and 
Latinas. It is worth mentioning that participants experienced both pitfalls and benefits 
based on their Latina identity. All participants mentioned the internal conflict they felt 
between being Latinas or being American and the pull between the two cultural worlds. 
This sense of overlapping cultures is described in detail by Anzaldúa (1987) as straddling 
two cultures and in LatCrit as a metaphor of constantly crossing bridges.   
Significant in this study were the reactions of participants when recalling the 
barriers of racism, sexism, or classism. Each confirmed that these incidents had occurred 
in their lives but there was never a tone of resentment or self-pity in their stories when 
describing the impact on their leadership journey. Incidents of racism, sexism, and 
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classism took place but participants did not dwell on these moments. Although they 
spoke as individuals, the women did not separate their answers from the fact that they are 
part of the Latino community. Each spoke to their own struggles to prove their competent 
leadership as Latina women in the face of pervasive race, class, and ethnic stereotypes.   
All the women confirmed the prevalence of structural and organizational barriers, 
such as tokenism, isolation, and subtle and not-so-subtle discrimination. Some Latinas 
described more blatant forms of discrimination, such as negative comments about Latinos 
and the scarcity of mentors. More subtly, these Latina leaders gave examples of 
questioning comments about their capabilities and lack of developmental opportunities. 
They noted: “It’s the fact that you have to really push management to take a risk with 
you.”  “When we only have J Lo as a role model, it’s all right if you want to sing or 
dance, but in corporate world who de we have as a role model? Clara talked about the 
ubiquity of microaggressions: 
People will make comments that inadvertently hurt you. For example, one of the 
HR partners in the company asked me, ‘Aren’t you happy? You’ve done so much 
for being a Latina?’ I’d really appreciate it if she’d just said I’ve done so much 
and left it at that.  
 
There is a perception, said the participants, by non-minorities that if people are part of a 
minority group, they should be grateful to have a leadership position. Clara said:  
Sometimes being Hispanic or in the minority group, people think that they give 
you a position, or give you a title, and you should be happy because you’re 
Hispanic. “Look, you’re Hispanic and you have this title.”  I think that shouldn’t 
be the reason why you gave me the job or gave me the title...  It’s kind of 
maddening. 
 
Describing the lack of understanding of Latino culture at the management level, Raquel 
reported:   
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So, if I am hiring people, I need to be able to understand how a Latino comes 
across when they do an interview. Our culture is humbler than the 
Anglo/European culture. So, we usually speak on a "we" basis, we always think 
of collective action, we don't brag a lot the same way that Anglos do. When you 
interview a Latino, you need to understand a little bit about how those interviews 
go, which is different when from when you interview others. 
  
Based on their narrative stories, each participant had strong leadership styles and 
was not afraid to take on more responsibilities and meet challenges. They identified their 
values and the lived experiences of their families as catalysts to their success. Galante 
(2010) revealed that Mexican American women in leadership roles considered their 
Hispanic culture a positive influence in their leadership, and this study’s participants 
reported the same.  
Holvino (2008) indicated that women of color face challenges in leadership roles 
in the workplace. These Latina leaders stressed that they would not allow historical 
oppression to limit their ambitions for success and positive change (Freire, 1996). 
Ultimately, as Latinas, each participant understood that their cultura, their Latinidad, 
impacts how they are perceived by others and how they choose to lead others. Similarly, 
participants emphasized the value of belonging and connection. Latina leaders in this 
study all expressed a desire to give back to others, especially other Latinas. They 
described a sense of sincere caring for the well-being of their community. These women 
understood that they had not arrived at their current leadership positions on their own. 
This reflective practice of how and where they were raised, together with a need to reach 
behind them and help bring others forward, stems from a shared Latina consciousness, as 
described by Delgado-Bernal and Villalpando (2002). All five research participants 
showed elements of resilience through struggle. They found they are both privileged and 
disadvantaged in their identity as Latina women in different ways. 
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Finally, participants were asked to share advice for other Latinas leaders. This 
question was posed to glean information about their ideas of how to empower future 
Latina leaders. The participants offered recommendations and guidance that varied from 
maintaining a strong sense of self to ensuring service to others and the Latino 
community. Daisi’s advice was to be committed to serving the community. Marcela 
stressed passion and being able to demonstrate that passion is important in becoming an 
authentic Latina leader. 
Each offered words of encouragement for future Latina leaders to remain 
confident. The participants all shared the importance of perseverance for future leaders to 
maintain self-confidence and remain true to themselves, their Latina roots, and values. 
Contribution of the Narratives 
Evangelina Holvino (2008) suggests that cultural scripts are what set Latinos 
apart from the non-Latino population, regardless of the diversity found among Latinos. 
All participants discussed their identity development related to their ethnic/race, 
diversity, and early childhood experiences. This study explored how Latina leaders 
translated their cultural learning and cultural values into skills and approaches that 
positively impacted their leadership. This study found that their Latino cultural scripts 
impact the way these women have experienced their work and leadership. Their 
narratives provide insights on the shared experiences of Latina leaders: the multi-layered 
dimensions of their Latinidad; the challenges of navigating of two cultures, and a desire 
to validate a strong positive Latino identity.  
Each woman demonstrated a strong sense of cultural identity. Their Latinidad 
permeates their leadership. Participants discussed how embracing their cultural identity 
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led to both challenges and positive experiences. As Latinas, each participant believed that 
their cultura and Latinidad influence how they are perceived by others and how they 
choose to lead others. The participants saw their Latina culture as holistically shaping the 
way they lead. In this study, I have dissected Latino cultural scripts to understand how 
they are manifested in the behaviors of Latina leaders. I provide a focused examination of 
how cultural scripts as components of Latinidad impact their leadership. By asking 
participants to share their narrative experiences, I offer a deeper understanding of how 
each cultural script influences their work on a day-to-day basis and how each cultural 
dimension influences their leadership style. While many individuals are indeed Latino/as, 
each one of us, because of our individual and unique histories and experiences, presents 
our own type of Latinidad. How each Latina experiences her cultural scripts adds a layer 
to her Latinidad and leadership practices.  
During the pláticas, Latina leaders also described the shared experience of 
navigating two cultures. These Latina leaders knew when to self-identify with their 
heritage culture, and when to assume the values and mores of their adopted culture. When 
it comes to how these women lead, their two cultures–Latino and American–are 
integrated in conscious and subconscious ways. Berry and Sabatier (2011) described 
acculturation as “the dual process of cultural and psychological change that takes place as 
a result of contact between two or more cultural groups and their individual members” (p. 
698). Anzaldúa (1987) writes about this crossing between cultures, a mestiza identity for 
Hispanic American women that can lead to complexities in their daily lives. The Latinas 
in this study experienced inner distress when faced with conflicting Latino and Anglo 
values. As Latinas they must manage internal and external expectations created by 
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conflicting cultural values. As marianistas, Latinas crave the respect and support of 
family; however, as members of Anglo culture, they seek status and respect in the 
workplace (Gil & Vazquez, 1996). It is also possible that some of the internal conflict 
experienced by these Latina leaders could result from letting go of marianista gender 
norms and adopting a more Anglo perspective on gender roles. The Latina leaders 
expressed the complexities of constantly navigating multiple cultures, identities, and 
allegiances. 
Interviewees spoke about building their identities as both Americans and Latinas, 
acknowledging that belonging to two cultures without abandoning either one was a 
normal part of life, like speaking both Spanish and English. Being bilingual and 
bicultural were positive attributes for them. The literature review discussed bilingualism 
as an asset and as linguistic capital (Yosso, 2006), and every participant affirmed this. 
Daisi found her bilingual skills to be an asset in her work: 
I love that I can connect with the families I work with, there is an ease for me to 
speak to them, they are family, I get them, and they get me. There are certain 
“frases” that you can only express in Spanish. Speaking both languages has 
always probed to be an asset to me, both personally and professionally.  
 
It was evident that moving between the two cultures had a positive impact on the 
success these Latinas achieved as leaders. Raquel shared, “I’m going to own that I’m the 
Latina certain times … That is who I am. And then when you need me on your team, then 
you’re going to appreciate that part of me.”  
Apart from cultural in-betweenness, participants in this study also described a 
need to validate their culture and to view their Latina identity as a source of strength that 
represents them and binds them to their community. In discussing the characteristics of 
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their Latina identity, all participants noted the importance of actively maintaining and 
identifying with their culture of origin. A key aspect of cultural success was pride in the 
Latino culture and keeping up with cultural traditions and values. Raquel said, for 
example, “I’m pretty sure most successful Latino leaders have kept their traditions and 
their culture which is something that I particularly like to make sure people do is not 
forget their culture, not forget their language or their customs.”  
The interviewees’ responses to research questions reflect CRT and LatCrit in that 
the dominant story about Latinas reflects a subtractive and/or deficit-model (Delgado-
Bernal, 2002).  In allowing the narratives of Latina leaders to be heard, CRT and LatCrit 
counter negative notions of Latinas, especially in some professional circles. The newly 
found voice of a Latin leader allows her to talk about values, culture, language, and race 
and takes center stage in discussions of lived experience as having a positive impact on 
Latina leadership and career choices (Yosso, 2006). In CRT, counter-stories nurture 
community cultural wealth, memory, and resistance (Yosso, 2006). These leaders’ stories 
reflected the cultural wealth of the communities in which they were born and raised. 
Their stories showed the lasting influence of cultural scripts. Their cultural values deepen 
their sense of meaning and purpose and offers a way of maintaining cultural identity. 
Implications for Practice 
Critical Race theorists assert that Latino experiences are indeed assets versus 
deficits and need to be written about in that way (Delgado-Bernal, 2002; Yosso, 2006).  
For example, immigration struggles build character, biculturalism engenders empathy, 
and personal responsibility creates a desire to serve others. Drawing on these insights, the 
following implications for practice emerge for Latinas and organizations:  
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For Latinas 
 Culturally relevant leadership development needs to be encouraged in the Latino 
community. By becoming aware of the traditions, values, needs, and support 
Latinas can be empowered to believe in themselves and feel pride and a sense of 
lasting connection to their cultural roots. This study finds that Latinas maintain a 
strong cultural heritage that is highly influenced by cultural scripts. Choosing to 
nurture the positive cultural scripts of Latina/o culture, such as personalismo, 
colectivismo, simpatía and respeto fosters a sense of pride that further empowers 
Latinas to grow in their respective fields and serve as role models for future 
Latina leaders. Releasing negative cultural stereotypes allows a Latina to grow as 
a leader. Challenging racism and sexism help build the confidence she needs to 
advance and grow toward stronger leadership and identity. As Latinas learn to 
reject the negative outcomes of marianismo, the pool of strong Latinas leaders 
will expand and become stronger. 
 Latinas need to gain a deeper understanding of the cultural scripts they carry, 
recognize the potential influence of these scripts in their careers, and understand 
the differences between their cultural scripts and those of others, especially with 
respect to the dominant culture that permeates organizational life. Latinas can 
offer their scripts as strengths that employers should appreciate and leverage; the 
scripts of simpatía, familismo, respeto, colectivismo, personalismo, and yes even 
marianismo, can provide them with an important leadership framework and 
capacity for building and leading teams. 
For Organizations 
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 Workplace diversity can be invaluable in a business environment that is 
increasingly complex and dynamic. This study can be helpful to organizations 
looking to develop Latina talent. Recognizing cultural influences and finding 
ways to educate others can be beneficial for managers and team members. Given 
that Latinos are the fastest growing group in the United States, it is important for 
organizations to train personnel in multicultural competencies that allow them to 
work more effectively with the Latino/a population. This training should focus on 
the recognition and integration of Latino/a cultural values into the workplace, and 
greater understanding of how cultural values bolster retention and inclusion 
efforts in an organization. For example, organizational leaders who are well 
trained in understanding the influence of Latino cultural values such as familismo, 
familismo, respeto, simpatía, and gender role expectations related to marianismo, 
will be equipped to interpret particular behaviors. Such multicultural 
understanding allows for a more supportive organizational climate. 
 Latinas should be advanced to leadership positions and encouraged to expand on 
the importance of their cultural scripts; colectivismo makes for good team leaders; 
personalismo and simpatía result in positive relations with clients and coworkers; 
and respeto encourages appropriate consideration of organizational hierarchy and 
authority. Latina leaders are poised to become cultural brokers between their 
organizations and their Hispanic community. According to this study, Latina 
leaders display a desire to serve their communities, which means that Latinas and 
organizations can mutually benefit by working together to enhance social 
responsibility endeavors in the Hispanic community.  
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 The component of caring for others suggests that Latina leaders could be excellent 
collaborators in transforming new leaders within an organization. Latina leaders 
privilege inclusion and respect, which can be advantageous given global business 
trends. Latinas tend to be bicultural, which facilitates networking and the 
exchange of ideas among people from different countries. The sensitivity to other 
cultures that Latinas show can benefit global and transnational organizations. 
Drawing on skills developed since childhood, Latinas can serve as a bridge 
between cultures, generations, and people.  
 This study provides insights on how Latinas weave cultural scripts into their 
leadership practices. This study also revealed how Latina leadership practices 
have components that are grounded in cultural scripts. These recommendations 
emphasize ways in which corporations can utilize the talent and leadership 
benefits provided by Latina leaders.  
Implications for Future Research 
Insights drawn from the life experiences of participants provided numerous avenues 
for future study. The perspectives of this study’s five Latina leaders can be considered 
valuable data for use in future research that examines experiences of other Latinas. 
Recommendations for future research are: 
a) Compare and contrast US Latina leaders’ experiences to Latina leaders in Latin 
American countries to determine the effects of acculturation on an individual’s 
values, attitudes, and ultimately, their leadership practices. 
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b) Conduct research on other underrepresented groups (African American, Asian 
American, and Indigenous People) to further investigate how cultural scripts in 
other cultures may inform their leadership practices.  
c) This study only investigated the experiences of Latina leaders. Future studies may 
compare and contrast the experiences of Latino males and Latino females. The 
women in this study cited gender bias and the influence of marianismo. When 
considering male populations, it might be interesting to explore what biases men 
experience and the influence of machismo.    
Final Thoughts 
My hope is that these pláticas and findings will evoke powerful feelings in other 
Latinas whose voices have not been heard, and that their experiences will emerge in 
future efforts stories to capture Latinas’ complex, multi-layered lives. It is also my hope 
that non-Latinos from diverse fields will gain a valuable understanding of women within 
Latino culture. 
Through this study, I reflected on my own leadership journey and how my Latina 
culture has affected me. I also reflected on all the challenges of learning English as a 
second language, the experience of discrimination, feelings of self-doubt, and working 
against all odds to pursue my education and my current leadership position. Even though 
my position is in a different industry, I felt that I shared similar experiences with 
participants in my study. Most important, I reflected on my cultural values and how they 
guided my success. I saw how these cultural scripts inform my leadership and help make 
sense of my identity as a Latinas leader.  
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This study confirmed my beliefs and validated my experiences as a Latina leader. 
Latina leaders who were interviewed expressed the same desires, hopes, and dreams that 
I too hold close to my heart. We shared notes on the struggles of staying true to 
ourselves: who we are, our values, and our ways of leading and knowing. We cherish our 
relationships and continue to seek community, and comadrazgo. We bring passion, 
energy, and new ways of leading into existing structures. Through the pláticas, we 
expressed a sense of common understanding, solidarity, and the belief in our destiny of 
making a difference for future generations of Latinas leaders. 
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APPENDIX I 
Participants Interview Questions 
How would you define your leadership style?  
How would your boss define your leadership style?  
How would your direct reports define your leadership style? 
How does your identity as a Latina shape your leadership? 
When you are working with team members how do you see your Latina identity coming 
thru?  
 
When you deal with power differential, with supervisors, what does that look like for a 
Latina? 
 
Has your gender impacted leadership?  
If so, describe the influence of your gender identity on your leadership roles?  
When you work with males that are your peers or males that are part of your team, do 
you see your identity as a Latina changing the way you work with them, or how do you 
react to the team? 
 
Are you aware of marianismo, do you know what it is?  
Do you think marianismo affects your professional journeys?  
If so, how do you think that has played of?  
How do you think your identity as a Latina has been a barrier in your profession or in 
your leadership development?  
 
How do you think your identity is a Latina has been an asset in your profession or in your 
leadership development?  
 
How do you believe your experiences as a leader compare to your Caucasian colleagues?  
What, specifically, do you think is similar? Dissimilar? 
As a Latina leader, what words of advice would you have to share with Latinas aspiring 
for leadership positions? 
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APPENDIX II 
Research Participation Email Request 
Dear (name), 
I am asking for your participation in a research study to assist me in the attainment of my 
Organizational Development EdD. You are being asked to participate because as a Latina 
leader you have firsthand experience in challenges and positive influences that you may 
have personally encountered as part of your leadership development. My research 
specifically addresses understanding what impediments, exist for Latina leaders, by 
exploring both the barriers and the positive influences in which cultural scripts impacts 
their leadership. The purpose of this research study is to examine cultural scripts and the 
role they play for Latina leaders in their particular experiences and leadership style.  
Your participation is completely voluntary and will greatly strengthen the study. 
Your information will be kept confidential and your name will be changed to protect your 
identity. The research study includes signing an informed consent form and 60 to 90-
minute interview. You will be asked to review, sign and date an informed consent form. 
The interview will be one-on-one with me either at your workplace (office), previously 
agreed upon location or over the phone or video conference to accommodate work 
schedules and limit interruptions. I will provide a copy of the questions that I will ask for 
your reference; however, I may have follow-up questions if clarity is needed. 
The interview will be conducted between May 1, 2019 and July 31, 2019. For your 
convenience, I have attached a copy of the consent form for you to review. 
Your participation in this research study will make a positive contribution and may assist 
other Latinas in navigating leadership trials and opportunities. Through sharing these 
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experiences, other Latinas may be better informed about how to successfully identify and 
use Latinos’ cultural scripts to meet challenges they may face.  
Please respond to this email, at your earliest convenience (preferably within 5 work days) 
to let me know if you agree to participate in my research study. If you agree, please 
provide the following information:  
Date: ___________________ Time: ___________________ Location_____________ 
Also, I will provide a signed consent form prior to the interview. I will also have blank 
consent forms with me at the interview. 
Thank you in advance for your assistance. 
Patricia Conde-Brooks 
EdD Candidate 
Phone: xxx-xxx-xxxx 
Email:  
 
Attachment 
 
 
